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CHAPTER -1 
INTRODUCTION 
The present era is the era of competition where time is money. If we 
thought practically it is clear that life is tough and even tougher if an 
individual lacks at professional and financial front as they are inter-linked 
and this is found to be one of the major causes of stress, there are many 
other causes specially in work life, like: 
• Being unhappy in your job 
• Having a heavy workload or too much responsibility 
• Working long hours 
• Having poor management, unclear expectations of your work, or no say 
in the decision-making process 
• Working under dangerous conditions 
• Being insecure about your chance for advancement or risk of 
termination 
• Having to give speeches in front of colleagues 
• Facing discrimination or harassment at work, especially if your 
company isn't supportive etc. 
Stress is actually a normal part of life. At times, it very purposeful. 
Stress can motivate you to get promotion at work, but if we are unable to 
handle our stress and it becomes long term, it can seriously interfere with 
our job, family life, and health. To keep a balance with stress and handle it 
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properly a person needs to be effective and efficient in his professional life 
so that stress doesn't overpower individual personality, not only in 
professional but his personal, social life and different other roles he is 
playing. 
The performance of multiple roles is part of an individual's 
professional personal and social life. Taking an individual's professional 
life, as employees perform multiple roles, they have to face multiple 
demands put on them by others- both within and outside the organization. 
The natural consequence of this is the experience of role stress by 
employees. Since modern organizations and the tasks that people have to do 
in their jobs have become more complex, the potential for stress has 
increased. It is a known fact that stress is an inevitable consequence of 
socio-economic complexity and role complexity. However, to some extent, 
stress is a stimulant for individual efficiency as well. People experience role 
stress when they can no longer have complete control over what happens in 
their work lives. Work life itself has become a process. As there is no 
escape from role stress, there is a great need to find ways of using stress 
productively and, thereby, reducing dysfunctional stress. In an organization, 
the individual is expected to perform and occupy certain roles. The 
performances of these roles depend upon the individual's perception of 
whether he feels himself capable of executing these roles effectively. Apart 
from this the organization in which the individual is working also effect the 
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execution of the role. If he feels that organizational factors are beyond his 
control then the effectiveness of performing particular role may get 
affected. 
1.1. ROLE: A CONCEPTUAL FRAMEWORK 
Role is the position one occupies in a social system or an 
organization, a person has to be well aware about his role and should be 
very clear about what he has to do to be perfect in his role, how he should 
work effectively and efficiently in order to satisfy organization's as well as 
his own expectations. And when we get concerned to role efficacy we will 
be thinking of the capacity to produce an effect with the role person is 
occupying or we can also say that it is the capacity for producing a desired 
result or effect handling a particular role. 
Substantial debate exists in the field over the meaning of the "role". 
A role can be defined as a social position, behavior associated with a social 
position, or a typical behavior. Some theorists have put forward the idea 
that roles are essenfially expectations about how an individual ought to 
behave in a given situation, while others consider it means how individuals 
actually behave in a given social position. Others have suggested that a role 
is a characteristic behavior or expected behavior, a part to be played, or a 
script for social conduct. 
There are different categories of social roles: 
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1. Cultural roles: roles given by culture,(e.g. priest) 
2. Social differentiation: e.g. teacher, taxi driver 
3. Situation-specific roles: e.g. eye witness 
4. Bio-sociological roles: e.g. as human in a natural system 
5. Gender roles: as a man, woman, mother, father, etc. 
6. Organizational role: role a person occupies in a particular organization, 
at his work place (e.g. doctor, teacher, manager, librarian) 
In their life people have to face different social roles, sometimes they 
have to face different roles at the same time in different social situations. 
There is an evolution of social roles: some disappear and some new 
develop. Role behaviour is influenced by following aspects: 
• The norms, determining a social situation. 
• Internal and external expectations are connected to a social role. 
• Social sanctions (punishment and reward) are used to influence role 
behaviour. 
The concept of role widens the meaning of work, as also of the 
relationship of the worker with other significant persons in the system. The 
concept of job is more prescripfive in nature; the concept of role includes 
more discretionary part of work. The Job assumes the relationship of the 
v/orker with his supervisor; the role emphasizes his relationship with all 
those who have expectations from him (and he has from them). The concept 
of role is vital for the integrafion of the individual with an organization. The 
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organization has its own structure and goals. Similarly, the individual has 
his personality and needs (motivations). All these aspects interact with each 
other and to some extent get integrated into a role. Role is also a central 
concept in work motivation as it is only through this that the individual and 
organization interact with each other. 
An organization can be defined as a system of roles. However the 
role itself is a system. From the individual's point of view there are two role 
systems: the system of various roles that an individual carries and performs, 
and the system of various roles of which his role is a part. The first we call 
role space and the second one is role set. 
1.2. ORGANISATIONAL ROLE 
When an individual joins an organization, he is appraised of the 
duties he has to perform. At the same time, he projects his own expectations 
from the role. Therefore, the performance of an individual in an 
organization depends on the way the role which he performs is designed. If 
the individual lacks the requisite knowledge, technical competence, and 
skill for the role, he cannot be effective. Similarly, if the role does not allow 
him to utilize his potential and his technical skill, his effectiveness is likely 
to be low. Integration between the person and the role is possible only when 
the role is able to fulfill the needs of the individual and the individual is 
able to fulfill the demand or meet the expectafions of the role. It is also 
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important how the individual gives his personal meaning to the various sets 
of expectations from the organization and various sets of facilities/ 
difficulties, authorities / duties given by the organization to him in the 
context of his personal potential, skill, competency, values, needs, and 
personal expectations. This mental process of giving meaning is called role 
perception. If he gives positive meaning, it is called Positive perception and 
if he gives negative meaning, it is called negative perception. The potential 
of role-perception as a framework for understanding the interactions of the 
individual with his role and the resultant outcomes (behaviours) has 
attracted only scant attention. But it has been found to have an impact on 
role-behaviour. For example, in a study of 366 managers from six units of 
an organization on six functions and four levels, role-perception as an 
independent variable had important moderating impact on the dependent 
and purposeful role-behaviour of managers (Das, 1984). On the other hand, 
in a study conducted in Ireland on 131 police officers, variables such as 
stations of posting, and operational and administrative duties were found to 
have moderating impact on the dependent variable of role-efficacy (Moran, 
1986). Pareek (1987) cites a number of examples where by auditing the 
process of role-perception and by developing appropriate strategies to bring 
about a change at the micro process level of various aspects of role 
perception through perfonnance counseling and utility analysis, 
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performance improvement, motivation, and morale development have been 
achieved. 
1.3. EFFICACY 
Efficacy is the capacity to produce an effect within any particular 
group, one's self or in a role an individual is performing. Bandura (1997) 
asserts that efficacy beliefs form around the behaviors one must enact to 
bring about desired outcomes. However, Bray (2002) recently said 
performing within an inter-dependent team environment, behavior is 
associated with levels of interdependence. It has different specific meanings 
in different fields. When there are more aspects in role than higher will be 
efficacy. 
1.3.1 SELF EFFICACY 
Self-efficacy is the measure of the belief in one's own ability to 
complete tasks and reach goals. Psychologists have studied self-efficacy 
from several perspectives, noting various paths in the development of self-
efficacy; the dynamics of self-efficacy, and lack thereof, in many different 
settings; interactions between self-efficacy and self-concept; and habits of 
attribution that contribute to, or detract from, self-efficacy. 
Self-efficacy affects every area of human endeavor. By determining 
the beliefs a person holds regarding his or her power to affect situations, it 
strongly influences both the power a person actually has to face challenges 
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competently and the choices a person is most likely to make. These effects 
are particularly apparent, and compelling, with regard to behaviors affecting 
health. High self-efficacy can affect motivation in both positive and 
negative ways. In general, people with high self-efficacy are more likely to 
make efforts to complete a task, and to persist longer in those efforts, than 
those with low self-efficacy. The stronger the self-efficacy or mastery 
expectations, the more active the efforts. However, those with low self-
efficacy sometimes experience incentive to learn more about an unfamiliar 
subject, where someone with a high self-efficacy may not prepare as well 
for a task. Self-efficacy significantly beyond actual ability leads to 
overestimation of the ability to complete tasks. On the other hand, self-
efficacy significantly lower than ability discourages growth and skill 
development. Research shows that the optimum level of self-elTicacy is 
slightly above ability; in this situation, people are most encouraged to tackle 
challenging tasks and gain experience. 
Self-efficacy beliefs are cognitions that determine whether health 
behavior change will be initiated, how much effort will be expended, and 
how long it will be sustained in the face of obstacles and failures. Self-
efficacy influences how high people set their health goals 
Psychologist Albert Bandura has defined self-efficacy as one's belief 
in one's ability to succeed in specific situations. One's sense of self-efficacy 
can play a major role in how one approaches goals, tasks, and challenges. 
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The theory of self-efficacy Hes at the center of Bandura's social cognitive 
theory, which emphasizes the role of observational learning and social 
experience in the development of personality. The main concept in social 
cognitive theory is that an individual's actions and reactions, including 
social behaviors and cognitive processes, in almost every situation are 
influenced by the actions that individual has observed in others. Because 
self-efficacy is developed from external experiences and self-perception and 
is influential in determining the outcome of many events, it is an important 
aspect of social cognitive theory. Self-efficacy represents the personal 
perception of external social factors. According to Bandura's theory people 
vv'ith high self-efficacy, those who believe they can perform well are more 
likely to view difficult tasks as something to be mastered rather than 
something to be avoided. 
Social learning theory describes the acquisition of skills that are 
developed exclusively or primarily within a social group. Social learning 
depends on how individuals either succeed or fail at dynamic interactions 
within groups, and promotes the development of individual emotional and 
practical skills as well as accurate perception of self and acceptance of 
others. According to this theory, people learn from one another through 
observation, imitation, and modeling. Self-efficacy reflects an individual's 
understanding of what skills he/she can offer in a group setting. 
P a g e 
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Self-concept theory seeks to explain how people perceive and 
interpret their own existence from clues they receive from external sources, 
focusing on how these impressions are organized and how they are active 
throughout life. Successes and failures are closely related to the ways in 
which people have learned to view themselves and their relationships with 
others. This theory describes self-concept as learned (i.e., not present at 
birth), organized (in the way it is applied to the self); and dynamic (i.e., 
ever-changing, and not fixed at a certain age). 
1.4 ROLE EFFICACY 
The performance of a person working in an organization depends on 
his own potential effectiveness, technical competence, managerial 
experience as well as the design of the role that he performs in the 
organization. It is the integration of (he two that ensures a person's 
effectiveness in the organization. Unless a person has the requisite 
knowledge, technical competence and the skills required for the role, he 
cannot be effective. If the role does not allow the person to use his 
competence, and if he constantly teels frustrated in the role, his 
effectiveness is likely to be low. Role efficacy according to Parcck (1987), 
is the psychological factor underlying role effectiveness. A Role is the 
position one occupies in a social system as defined by the functions one performs in 
response to the expectations of the s^ignificant' members of a social system, and one's 
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own expectations fi'om tlie position or office (Udai Pareek). Tracing the liistory of job 
design and work re-organi2ation, Pareek argues that the concept of a role is much 
larger and wider than a job. While he sees a role as integrating the individual with the 
organization, he sees a job as somewhat prescriptive. 
He has listed 10 major reasons for role conflict and stress: 
» Self-role distance 
• Role sta^ation 
» Inter-role distance 
» Role ambiguity 
• Role expectation conflict 
• Role overload 
• Role erosion 
• Resource inadequacy 
• Personal inadequacy and 
• Role isolation. 
The integration of a person and the role comes about when the role is 
able to fulfill the needs of the individual, and when the individual in turn is 
able to contribute to the evolution of the role. The more we move from role 
taking to role making, the more the role is likely to be effective. 
Effectiveness of a person in a role in an organization will depend on his 
own potential effectiveness the potential effectiveness of the role, and the 
organizational climate (Gosh and Gupta, 1992). Role efficacy would mean 
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potential effectiveness of an individual occupying a particular role in an 
organization. It is the potential effectiveness of a role. A lot of researches 
are being done in this field and to show the relation of role efficacy with 
different kinds of other behaviour and it was found in this way: 
1. The role efficacy was positively related to achievement in role, power 
in role, and control in role, affiliation in role and extension in role. 
2. The role efficacy was positively related with achievement motivation 
climate, extension mofivation climate, power motivation climate, 
affiliation motivation climate and negatively related with control 
motivation climate. 
3. The role efficacy was positively related with most of the dimension of 
quality of working life 
4. The role efficacy was negatively related with organizational role stress 
and its dimensions. 
The concept of role efficacy has been scanned from the model of 
mofivation proposed by Porter and Lawler (1968). In contemporary 
literature attempts have been made to establish role efficacy's relationship 
with personal as well as organizational variables. On the organizafional 
dimensions role efficacy has an important moderating infiuence on 
dependent and independent variables such as demographic factors, 
organizafional climate and role stress (Das, 1984). 
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1.4.1 FACTORS AFFECTING ROLE EFFICACY AND SELF 
EFFICACY 
There are various factors that affect role as well as self efficacy together: 
» Experience or "Enactive Attainment'": The experience of mastery is the 
most important factor determining a individual's role and self efficacy. 
Success raises them, while failure lowers. 
« Modeling or "Vicarious Experience": Modeling is experienced as, "If 
they can do it, I can do it as well." When we see someone succeeding, 
our own role and self-efficacy increases; where we see people failing, 
our role and self-efficacy decreases. This process is most effectual when 
we see ourselves as similar to the model. Although not as influential as 
direct experience, modeling is particularly useful for people who are 
particularly unsure of themselves. 
• Social Persuasion: Social persuasion generally manifests as direct 
encouragement or discouragement from another person. Discouragement 
is generally more effective at decreasing an individual's role and self-
efficacy than encouragement is at increasing it. 
• Physiological Factors: In stressful situations, people commonly exhibit 
signs of distress: shakes, aches and pains, fatigue, fear, nausea, etc. 
Perceptions of these responses in oneself can markedly alter role and 
self efficacy. Getfing 'butterflies in the stomach' before public speaking 
will be interpreted by someone with low role or self efficacy as a sign of 
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inability, thus decreasing role and self efficacy further, where high role 
and self efficacy would lead to interpreting such physiological signs as 
normal and unrelated to ability. It is one's belief in the implications of 
physiological response that alters role and self efficacy, rather than the 
physiological response itself 
1.4.2. WAYS TO HAVE IMPROVED ROLE EFFICACY 
• Increase the receptivity/eagerness to know about yourself 
• Request, encourage and get feedback from others. 
• Change the role, within realistic limits, to utilize your strengths. 
• Take initiatives in giving ideas at meetings to which you are invited. 
• Become aware of others expectations 
• Maintain & review the past records. 
• Plan our activities well in advance. 
• Always try new ways and means of doing things. 
• Clarify a problem or its symptoms. 
• Study a problem thoroughly before taking a decision. 
• Listen to others grievances and problems. 
• Understand tlie basic contribution made by your role to the organizational 
objectives. 
• Search areas in which you feel proud of doing something. 
• Understand the role thoroughly through various sources. 
• Think of innovations which would influence your role. 
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• Work hard and be effective. 
« Acquire knowledge relevant to the problem before attending the 
discussion. 
« Take initiatives when there is appropriate opportunity to explain your 
understanding of your role 
• Keep up communication with other roles/ departments. 
• Provide feedback to others. 
• Identify the areas in which coordination is needed. 
1.4.3. ROLE EFFICACY AND ROLE STRESS 
Stress can be triggered by both desirable and undesirable events in 
life. Stress resulting from desirable events is called Eustress (meaning good 
stress). Eustress is pleasant and has curative effects. On the other hand, 
stress resulting from undesirable events is called Distress (meaning bad 
stress). Distress has bad effects on the individuals concerned (Selye 1975). 
Performing in an organizational role invariably needs interactions 
with a set of connected roles within or outside the organization. Role 
occupants in these connected roles do have their expectations from the role 
in question (the focal role); they function as Role Senders for the focal role, 
influencing how the focal role should function. The role occupant in the 
focal role also has expectations from his/her own role and functions as a 
role sender. The role senders for the focal role are significant foi" defining 
the focal role; determining how the focal role should function to the job 
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description written by a designated authority in the organization. On the 
contrary, an Organizational Role (Pareek 1993) is defined by the 
expectations of its role senders, which includes the role occupant, the 
superior (or boss), the direct reports (or subordinates), the peers, and in 
some cases, customers, suppliers, partners, team members and 'process 
owners'. 
Role stress is the stress experienced by people because of their role 
(^ job) in the organization. They assume a role based on the expectation of 
the self and others at work place. Modern life is full oi' stress. As 
organizations become more complex, the potential for stress increases. 
Urbanization, industrialization and increase in scale of operations are some 
of the reasons for rising stress. Stress is an inevitable consequence of socio-
economic complexity and, to some extent, its stimulant as well. People 
experience stress as they can no longer have complete control over what 
happens in their lives. There being no escape from stress in modern life, we 
need to find ways of using stress productively, and reducing dysfunctional 
stress. 
Researchers' shows that a person with high role efficacy seems to 
experience less role stress, anxiety and work related tensions. In this way 
we see role efficacy is inversely proportional or negatively related to role 
stress in an organization. 
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1.4.4. ASPECTS OF ROLE EFFICACY 
Role efficacy has several aspects. The more aspects there are the 
high is the efficacy. These aspects can be classified into three groups or 
dimensions. One dimension is role making (as opposed to role taking). The 
former is an active attitude towards defining and making one's role as one 
likes, where as the later is a passive attitude that mainly responds to others 
expectations. 
Dimension 1: Role Making 
1. Selt-Role Integration: Every person has his strengths experience, 
technical training, special skills, and some unique contribution that he 
may be able to make. The more the role a person occupies provides an 
opportunity for the use of such special strengths, the higher the efficacy 
is likely to be. This is called self-role integration. The self or the person 
and the role get integrated through the possibility of a person's use of his 
special strengths in the role. Our special strengths are used in the role so 
that it may be possible for us to demonstrate how effective we can be. 
Integration contributes to high role efficacy. On the other hand if there is 
a distance between the self and the role, role efficacy is likely to be low. 
2. Proactivity: A person, who occupies a role, responds to the various 
expectations that people in the organization have from that role. While 
this certainly gives him satisfaction, it also satisfies others in the 
organization. However, if he is also expected to take initiative in starting 
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some activity, the efficacy will be higher. Reactive behavior helps a 
person in being effective to some extent, but proactivity contributes 
much more to efficacy. If a person feels that he would like to take 
initiative but has no opportunity to do so in the role that he occupies in 
the organization, the efficacy will be low. 
3. Creativity: It is not only initiative which is important for efficacy. An 
opportunity to try new and unconventional ways of solving problems or 
an opportunity to be creative is equally important. If a person perceives 
that he has to perform only routine tasks, it is detrimental towards a high 
role efficacy. If he feels that the role does not allow any time or 
opportunity to be creative, the efficacy is bound to be low. 
4. Confrontation: If people in an organization avoid problems or shift the 
problems to the others; their role efficacy will be low. The tendency to 
confront problems and find relevant solutions contributes to efficacy. 
When people facing inter-personal problems sit down, talk about these 
problems, and search out solutions, their efficacy is likely to be 
higher when compared with situations in which they either deny such 
problems or refer them to their higher officers. 
Dimension 2: Role Centering 
1. Centrally: If a person occupying a particular role in organization feels 
that the role he occupies is central in the organization; his role efficacy 
is likely to be high. Every employee would like to feel that his role is 
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important to the organization. If persons occupying various roles feels 
that their roles are peripheral i.e. not very important, their potential 
effectiveness will be low. 
2. Influence: A relative concept is that of influence or power. The more 
influence a person is able to exercise in his role, the higher is its efficacy 
is likely to be. 
3. Personal Growth: If a person feels that he is stagnating in a role without 
any opportunity to grow he is likely to have a low role efficacy. In many 
institutes of higher learning, the roles of the staff pose problems of low 
efficacy. The main factor behind this is the lack of opportunity for them 
to grow systematically in their roles. Institutes which are able to plan the 
growth of such people in the roles will have higher efficacy and obtain a 
great deal of contribution from them. 
Dimension 3: Role Linking 
1. Inter-role Linkage: Linkages of one's role with other roles in the 
organization increases efficacy. If there is a joint eiTort in 
understanding problems, finding solutions, the efficacy of the various 
roles involved is likely to be high. The feeling of isolation of a role 
reduces role efficacy. 
2. Helping Relationship: If persons performing a particular roh; feel that 
they can get help from some source in the organization whe.iever the 
need arises, they are likely to have higher role efficacy. On the other 
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hand, if there is a feeling that no help is forthcoming when asked for, or 
that the respondents are hostile, role efficacy will be low. 
3. Super -Ordination: When a person performing a particular role feel that 
what he does is likely to be of value to a larger group, his efficacy is 
likely to be high. Roles in which people feel that what they are doing is 
helpful to the organization, in which they work, result in role efficacy. 
But if a person feels that he does not get an opportunity to be oi'help to a 
larger group, the role efficacy is likely to be low. 
1.5. MEASURING ROLE EFFICACY 
In order to determine how much role efficacy a person has, the 
strengths of the 10 aspects of role efficacy need to be measured. The 
various materials that can be used to measured role efficacy are: 
1. Writing an Essay: The best method of measuring role efficacy is the 
EMR (Essay on My Role). It gives a high pay-off especially in programs 
of increasing role efficacy. The role occupant may be asked to write an 
essay of about 500 words on his role which is then analyzed for role 
efficacy. When a person writes such an essay, he projects his 
perceptions about the role and provides enough material from which role 
efficacy can be measured. 
2. Scoring Essays: The essays can be scored either by the one who writes 
the essay or by an expert. Each aspect can be given one of the three 
20 1 Page 
Introduction 
scores: +2, +1, or -1. After trying out various ways of scoring, this was 
the method decided upon: give a score of 2 on each aspect, if that 
particular aspect is present; score of 1 when that aspect is present to 
some extent; -1 if the negative side of the aspect is shown. 
3. Role Efficacy Scale (RES): Role Efficacy Scale is a structured 
instrument consisting of 20 triads of statement in each triad which 
describes his role most accurately. A respondent marks one statement in 
each triad which describes his role most accurately. These three 
alternatives are pre-weighted. There are two statements for each 
dimension of role efficacy and the same scoring pattern is folkn\'ed. 
4. Interview: An unstructured interview with a role occupant to know his 
perceptions about the role can help collect data for scoring role efficacy. 
Interview has an advantage, it gets spontaneous responses, and 
necessary probes can be made to llnd out more about the various 
dimensions. 
5. Checklist of Adjectives: Role efficacy can also be measured by asking a 
role occupant to list as many adjectives as he can think of to describe the 
role. In such a lasting the person reflects his significant perceptions of 
the role. 
6. Role Efficacy Differential (RED): Semantic differential scale can also 
be used to measure role efficacy. These scales are bipolar, having 
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contrasting adjectives at each of the two ends, with 7-point or 9-point 
scales in between. 
7. Role Efficacy Index (REI): Role Efficacy Index represents the 
percentage of role effectiveness of a respondent in an organization. It 
ranges from 0 to 100. A high REI indicates that the respondent perceives 
that he has a great deal of opportunity to be effective in the role. To find 
out the REI, scores on all the 9 aspects of role efficacy may be totaled 
and then the relevant formula can be used. 
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CHAPTER - 2 
PROFILES OF AMU & DU 
2.0 LIBRARY 
A library is regarded as a social institution therefore it is expected to 
perform certain functions. Traditional libraries confined themselves to 
books, manuscripts and periodical publications. But a modem library 
acquires variety of items like books, periodical publications, microfilms, 
slides, audio-cassettes etc. international organization for standardization has 
defined a library as "irrespective of title, any organized collection of printed 
books and periodicals or of any other graphic or audio visual materials, and 
the service of the staff to provide and facilitates the use of such materials 
are required to meet the research, informational, educafional or recreational 
needs of its users." 
A.L.A. glossary of library and informafion science has defined a 
library as "a collection of materials organized to provide physical, 
bibliographical, and intellectual access to a target group, with a staff that is 
trained to provide services and programmes related to the informational 
needs of the target group" 
According to S.R Ranganathan, "a library is a public institute or 
establishment charged with the care of a collection of books, the duty of 
making them accessible to those who required the use of them and the task 
of converting every person in its neighborhood into a habitual library goers 
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and readers of books" thus a library is regarded as a public institution which 
is also expected to convert the potential readers into actual readers. 
2.1. FUNCTONS OF A LIBRARY 
A library should provide for: 
1. Life long self education. 
2. Information/documents on all subjects including local, national, 
international affairs to serve economic political and social welfare. 
3. Proper use of leisure. 
4. Advancement of culture. 
5. Preservation of literacy heritage for posterity. 
2.2. TYPES OF LIBRARY 
The libraries are of the following types 
1) National library 
2) Public library 
3) Special library 
4) Academic library 
a) School library 
b) College library 
c) University library 
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2.3. ALIGARH MUSLIM UNIVERSITY 
Aligarh Muslim University is a Residential Academic Institution. It 
was established in 1875 by Sir Syed Ahmed Khan and in 1920 it was 
granted a status of Central University by an Act of Indian Parliament. It is 
located in the city of Aligarh, Uttar Pradesh, India. Modelled on the 
University of Cambridge, it was among the first institutions of higher 
learning set up during the British Raj. Originally it was Mohammedan 
Anglo-Oriental College, which was founded by a great Muslim social 
reformer Sir Syed Ahroied Khan. Many prominent Muslim leaders, and 
Urdu writers and scholars of the subcontinent have graduated from the 
University. Aligarh Muslim University offers more than 250 Courses in 
traditional and modern branch of Education. Sir Syed Ahmed Khan, a great 
social reformer of his age felt the need for modern education and started a 
school in 1875 which later became the Mohammedan Anglo Oriental 
College and finally Aligarh Muslim University in 1920. This is a premier 
Central University with several faculties and maintained institutions and 
draws students from all corners of the world, especially Africa, West Asia 
and South East Asia. In some courses, seats are reserved for students from 
SAARC and Commonwealth countries. The University is open to all 
irrespective of caste, creed, religion or gender. Aligarh is situated at a 
distance of 130 km, South-East of Delhi on Delhi-Calcutta Railway and 
Grand Trunk route. 
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2.3.1. HISTORY 
The University grew out of the work of Sir Syed Ahmad Khan who 
in the aftermath of the Indian War of Independence of 1857 feU that it was 
important for MusHms to gain modern education and become involved in 
the public life and Government Services in India at that time. Raja Jai 
Kishan helped Sir Syed a lot in establishing this university. The British 
decision to replace the use of the knowledge of Persian in the 1830s for 
Government employment and as the language of Courts of Law caused 
deep anxiety among Muslims of the sub-continent. Sir Syed then clearly 
foresaw the imperative need for the Muslims to acquire proficiency in the 
English language and "Western Sciences" if the community were to 
maintain its social and political clout, particularly in Northern India. He 
began to prepare the road map for the formation of a Muslim University by 
starting various schools. In 1864, the Scientific Society of Aligarh was set 
up to disseminate Western works into native languages as a prelude to 
prepare the community to accept "Western Education". Sir Sultan 
Mahommed Shah, The Aga Khan III has contributed greatly to Aligarh 
Muslim University in terms collecting funds and providing financial 
support. 
In 1875, Sir Syed founded the Muhammadan Anglo Oriental College 
in Aligarh and patterned the college after Oxford and Cambridge 
universities that he had visited on a trip to England. His objective was to 
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build a college in tune with the British education system but without 
compromising its Islamic values. 
It was one of the first purely residential educational institution set up 
either by the Government or the public in India. Over the years it gave rise 
to a new educated class of Muslims who were active in the political system 
of the British Raj, and who would serve as a catalyst for change among not 
only the Muslim population of India, but of the entire subcontinent. When 
Viceroy to India, Lord Curzon visited the College in 1901, he praised the 
work which was carried on by the College and called it of "sovereign 
importance" 
The college was originally affiliated with the University of Calcutta, 
and was transferred to the Allahabad University in 1885. Near the turn of 
the century it began publishing its own magazine, and established a law 
school. It was also around this time that a movement began to have it 
develop into a university to stand on its own. To achieve this goal, many 
expansions were made with more and more programs added to the 
curriculum. A school for girls was established in 1907. By 192{(exact year 
1920), the College was transformed into a university, and it was named 
Muslim University. Its growth continued. The first chancellor of the 
university was a female, Sultan Shah Jahan Begum. In 1927, a school for 
the blind was established, and the following year, a Medical School was 
attached to the university. By the end of the 1930s, the University had also 
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developed its Engineering faculty. Syed Zafarul Hasan joined tiie Aligarh 
Muslim University in early 1900s as Head of Philosophy Department, Dean 
Faculty of Arts. He was a pro-Vice Chancellor prior to his retirement, and 
brought good name to the University. The Library complex of the 
University consists of a Central Library and over 80 college/departmental 
libraries. Libraries of the colleges, institutes and departments, cater to the 
needs of postgraduates and students of professional courses. The University 
has established Book Banks for the benefit of students of certain 
professional courses. 
2.3.2. UNIVERSITY LIBRARY: MAULANA AZAD LIBRARY 
The Central Library was set up in 1875, when this institution was 
established as Madarsatul Uloom. In 1877, the Madarsa became 
Mohammadan Anglo-Oriental College. Lord Lytton, the viceroy of India, 
laid the foundation stone, and the library was named after him as Lytton 
Library. Eminent scholars like Gardner Brown, Arnold, Raleigh, Horowitz, 
Storey and Auchtelpone functioned as honorary librarians in addition to 
their teaching responsibilities. In 1960. it was named as Maulana Azad 
Library when the first Prime Minister, Pt. .lawaharlal Nehru, inaugurated its 
present building. The Seven storied building is surrounded by 4.75 acres of 
land in the form of beautiful lawns and gardens. It is the most beautiful 
building of the University and one of the few very attractive libraries in the 
country. The Library has about 14,00,000 books 
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The collection consists of books, periodicals, pamphlets, 
manuscripts, paintings and photographs. M.A. Library performs the 
functions of a National Library so far as its collection of Oriental 
manuscripts is concerned. It is because of these rich collections of immense 
research value that this Library is reckoned among major libraries of the 
world. The oldest manuscript owned by the library is more than fourteen 
hundred years old. It is a fragment of the Quran transcribed by Hazrat Ali, 
the fourth caliph of Islam and is written on parchment in Kufi script. 
Another rare collection is the Halnama of Beyazid Ansari, no copy of which 
is available anywhere else in the world 
The Library has a sizeable collection of early printed books in 
various languages. The most outstanding among them is the Latin 
translation of the celebrated Arabic work on optics, opticam prafatis, by 
Ibn-al-Haitham (965-1039) published in 1572 
There are several Farmans (decrees) of the Mughal kings like Babur, 
Akbar, Shahjahan, Shah Alam, Shah Alamgir, Aurangzeb etc. Another 
prized possession of the library is a "Shirf on which the whole Quran is 
inscribed in khafi script. This shirt is believed to have been worn by a 
warrior of Mughal army 
Among the large collection of Mughal paintings is the painting of 
Red Blossom, which is magnum opus of Mansoor Naqqash, the celebrated 
court artist of Emperor Jahangir. Some valuable Sanskrit works translated 
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into Persian have also been preserved in the library. Other possessions 
worth mentioning are the Ayurveda in Telugu and the Bhasa's in 
Malayalam script written on palm leaves. Abul Faiz Faizi. an eminent 
scholar of Akbar's court translated several Sanskrit works into Persian, such 
as Maha Puran, Bhagvat Gita, Mahabharata and Lila Wati, these are also 
available. More than 5,000 students, teachers and other members of the 
university daily visit the library and utilize its services. 
2.3.3. COLLECTION OF MAULANA AZAD LIBRARY 
Maulana Azad Library has the following collection 
L General Collection 
Books and journals 
Manuscripts 
Microfiches 
2, 00,000 
16,000 
30,000 
Language wise breakup of library collection is-
Language 
Urdu 
Hindi 
Persian 
Sanskrit 
Arabic 
Number of books 
l,25,000(approx.) 
33,785(approx.) 
20.000(approx.) 
5300(approx.) 
10,000(approx.) 
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2. Special Collection 
The library has special collection donated by various persons which are 
named after the names of their respective donors. 
1. Subhanullah collection 
2. Habibganj collection 
3. Abdus salam collection 
4. Firangi mahal collection 
5. Sulaiman collection 
6. Qutubuddin collection 
7. Munir alam collection 
8. Aftab(conference) collection 
9. Ahsan collectioin 
10. Shaifta collection 
11. Jawahar museum (Etawah) collection 
2.3.4. LIBRARAY SERVICES 
The Maulana Azad Library provides the following services to its users: -
1., Reference service: 
Although this service is of a traditional nature, it was formally 
started in 1961. The service has since been growing in magnitude steadily 
and takes the following forms: 
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a. Assistance and instruction (fomial and informal) in tlie use of library 
including the location of materials, use of catalogue and use of basic 
reference tools such as encyclopedias, dictionaries, yearbooks, almanacs 
and indexes etc. 
b. Assistance in the identification and selection of books, journal and other 
materials relevant to a particular informational need. This may be 
limited to assistance in the location o pertinent materials or it may 
extend to selection and evaluation of materials on a given topic. 
c. Provision of brief, factual information of the ready reference variety, 
particularly such information as names, addresses, statistics, 
biographical information, etc., that can be located quickly in particular 
reference tools. 
d. Provision of information in response to queries of a long range reference 
nature. Such queries may entail a thorough search of books and 
periodicals to locate the desired information. The search may sometimes 
continue for hours together and even for days. 
2. Literature survey and bibliographical service: 
This service was introduced for a long time ago. The demand for this 
service is, however, growing steadily owing to the accelerated pace of 
research in the university. The reference and research division of the library 
keeps itself fully abreast of on-going research in various subjects and 
endeavors to make adequate preparations to meet the demands of the 
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researchers. The first task of the division in this context is to make the 
various subject collections particularly in humanities and social sciences. 
Besides building up research oriented collection in different fields, the 
reference and research division also undertakes literature surveys for 
research scholars on their topics of research resulting in the compilation of 
bibliographies of the material available within the library and outside. The 
bibliographical service is extended to limited researchers of a few 
disciplines of social science, humanities and science. 
3. Inter library loan service: 
The library has been extending this service since long. In the context 
of a torrential volume of publications in every discipline today, it is 
impossible for any library, however financially well-off and resourceful, to 
meet all the demands of its clientele from its own collections. Thus inter 
library loan has now become a well established convention the library 
v/orld. This library too receives as well as supplies documents on inter 
library loan. 
4. Reprographic service: 
This service includes both microfilming and Xeroxing. Microfilming 
is undertaken only for the manuscripts and rare books which can not 
withstand the rigours of electrostatic photo-copying. For ordinary books and 
ardcles in periodicals, the electrostatic method is used. The service is 
provided on a no-profit-no-loss basis. The demand for this service is 
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becoming more and more intense from all categories of readers as they are 
spared the botheration of copying out the required portions from books and 
periodicals. The microfilming and photographing service is extended to 
outside scholars and libraries also. 
5. Audio-visual aids service: 
The use of audio-visual aids is increasing gradually in higher 
education. The library has a fairly good collection of audio-visual material 
comprising video-tapes phonodiscs, phonocards, microfilms, microfiches, 
maps, charts, diagrams, etc. the demand for this service has been growing 
steadily. 
6. Service to blind: 
The university maintains an institution for blinds, known as Ahmadi 
School for the blind. The blind students are also admitted to certain courses 
of studies in the university. It is therefore the duty of the university library 
to cater their needs. The library is, therefore, building up a collection of 
Braille books. The blind members of the library are also oflered certain 
other facilities such as providing them with a cubicle and even a reader read 
out to them printed books on their topics of study and research. 
7. Cubicles and lockers: 
For the convenience of the faculty members and the research 
scholars, the library has made provisions for a substantial number of 
cubicles enable the researchers and serious readers to carry on their 
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research/ academic work with full concentration. The allotment of cubicles 
is made on the basis of first come first served. The lockers are, however, 
provided for a short period of time depending upon the actual need of the 
researcher and faculty member concerned. This facility is extended to 
scholar from the abroad or the other parts of the country on a priority basis. 
8. Digital resource centre: 
Maulana azad library has launched the digital information resource 
centre for the Aligarh Muslim University's academic and research 
community. It provides the access to databases of electronic resources to the 
bonafide members. These services are available through intranet. The 
databases of the resources are constantly reviewed and updated according to 
the growing need of the users. 
9. Internet facility: 
The library is providing the internet facility to the bonafide members 
of the library. The bonafide members can use the internet services by 
showing their valid identity cards to the staff of the library. 
2.4. UNIVERSITY OF DELHI 
The University of Delhi is the premier university of the country and 
is known for its high standards in teaching and research and attracts eminent 
scholars to its faculty. The University of Delhi was established in 1922 as a 
unitary, teaching and residential university by an Act of the then Central 
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Legislative Assembly. Only three colleges existed then in Delhi: St. 
Stephens College founded in 1881, Hindu College founded in 1899 and 
Ramjas College founded in 1917, which were affiliated to the University. 
The University thus had a modest beginning with just three colleges, two 
faculties (Arts and Science) and about 750 students. In October 1933, the 
University offices and the Library shifted to the Vice regal Lodge Estate, 
and till today this site is the nucleus of the University (Main Campus). 
Apart from central administrative offices, examination offices and the 
sports complex, the main departments of the Faculty of Science are housed 
in the Vice regal Lodge Estate. Sir Maurice Gwyer, who was the then Vice 
Chancellor, realizing the importance of a distinguished faculty, searched for 
talent all over the countiy and brought men of eminence to this University, 
such as Prof D S Kothari in Physics, Prof T R Sheshadri in Chemistry, 
Prof P Maheshwari in Botany and Prof M L Bhatia in Zoology. Over the 
last even decades the University has grown into one of the largest 
universities in India. At present, there are 14 faculfies, 86 academic 
departments and 79 colleges spread all over the city, with about 2,20,000 
students. In an effort to cope with this enormous expansion, the University 
in the early seventies initiated a new organizational pattern based on the 
multi-campus concept. The South Campus made a beginning in 1973 by 
starting postgraduate programmes in some departments of the Faculty of 
Arts and Social Sciences in a rented building. The campus acquired land 
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near Dhaula Kuan where the building of Arts Faculty was first constructed. 
Offices and teaching activities shifted to this campus in 1983. A beginning 
has been made towards establishing the East and West Campuses of the 
University. The East Campus is being developed with the University 
College of Medical Science as its nucleus, while the West Campus will 
have as its focus on Engineering and Technology. When the University 
Grants Commission started establishing Centres of Advanced Studies in the 
country, 6 were awarded to the University of Delhi out of a total of 18 such 
centres in the early sixties. These were in Physics, Chemistry, Botany, 
Zoology, Economics and Sociology. These Centres of Advanced Studies 
are now the centres of excellence in teaching and research in their 
respective areas. In addition, a number of these and other University 
departments received grants under the Special Assistance Programme of the 
UGC in recognition of their outstanding academic work. The University has 
15 libraries. These are in addition to Libraries in the Colleges. The 
University Science Instrumentation Centre (USIC) has a number of 
sophisticated research instruments which are used by several departments of 
the University and by other institutions in Delhi and its the neighbourhood. 
The University has just completed the implementation of fibre-optic 
networks on the North and South Campuses. 
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lAA UNIVERSITY LIBRARY: CENTRAL LIBRARY 
The Delhi University Library began in 1922 with a collection of 
mere 1380 gift books. During the first decade of its existence it tiinctioned 
from shifting locales. In 1933 it managed to get a relatively stable space, 
viz. the 'Dance Hall' of the Old Viceregal Lodge (the present office of the 
Vice-Chancellor). Sir Maurice Gwyer, Vice-Chancellor of the University 
from 1938 to 1950 was instrumental in the blossoming of the Library in its 
new locale. Under his care, it was transformed into "a place as well of 
beauty as of learning". One of the early benefactors of the library was Shri 
G.D. Birla. 
The Library moved to its present locale in the heart of the Campus 
on December 01, 1958. Prior to the appointment of a formal librarian, the 
entire collection was looked after by a "Library Committee" (amongst some 
of its office bearers were noted historians Professor I.H.Qureshi. Dr. T.G.P. 
Spear and Scientist Professor D.S. Kothari) and Honorary Librarians. Dr. 
S.R. Ranganathan, father of the Modern Library Science movement in India 
(then Librarian of University of Madras) and Professor S. Das Gupta, the 
first Librarian (1942-66) were the moving spirits behind its constant up 
gradation in the University apparatus. 
During this early phase of the Library up to about 1960, four 
significant strides were taken in four altogether different fields. The Law 
Faculty Library, established in 1924, became a pioneer in legal education in 
40 I P a g e 
(Profiks OfAMV dC^DV 
the country. The forties witnessed the emergence of Ubraries of the Central 
Institute of Education (CIE, now called Department of Education), 
Department of Modern European Languages (MEL) and the renowned 
Delhi School of Economics (DSE). Inaugurating the CIE on December 19, 
1947, Maulana Abul Kalam Azad, India's first Education Minister 
visualized it as a research centre that would turn out 'model" teachers for 
schools and be a 'beacon light for training institutions of the country'. Over 
the years, library of the Institute has played a complementary role in 
achieving this noble objective. Library of the MEL Department has been the 
hub of magnificent collection of books and periodicals on European 
Languages, culture and literary studies since 1948. (Recently, this Library 
has been segmented into two: (i) the Pablo Neruda Library, named after the 
Chilean Poet-Laureate, houses the collection of the Department of 
Germanic and Romance Studies, and (ii) the Library of the Slavonic & 
Finno Ugrian Studies, which is located in the South Campus). The Library 
of the DSE, better known as the Ratan Tata Library (RTL) began in 1949. 
In the last more than fifty years, it has not only become a partial depository 
of publications of the United Nations and several other International 
Organisations (30,000 such publications are available) but has also 
developed a phenomenal collection of 40,000 documents of the Central and 
State Governments, including Reports of various Committees and 
Commissions. The RTL is not confined to Economics. Since the 1960s 
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Departments of Sociology, Geography and Commerce, too, have become its 
integral components. 
The decade of the 1960s was noticeable for a new trend in the 
growth of the Delhi University Library. Starting with the Faculty of Music 
and Fine Arts, several Departmental libraries took roots in Faculties of Arts, 
Mathematics, Social Sciences, Science, and Management Studies. Between 
1962 and 1965 all major departments in the Science Faculty developed their 
separate collections. Some of these have, in more recent years, grown as 
nuclei of Advanced Centres (CARPA, CARB, and CARC- for Physics & 
Astrophysics, Botany and Chemistry respectively). The Faculty of 
Mathematics, established in 1963, also started its own collection which has 
been growing steadily since then. The incorporation of the Departments of 
Statistics, Operational Research, and Computer Science within the Faculty 
(now designated as Mathematical Sciences) has further widened the scope 
of its holdings. The Library of the Department of Chinese & Japanese 
Studies (because of the addition of Korean studies, the Department has been 
renamed as East Asian Studies in 2004) was started in 1967. Before the 
close of the decade, the Faculty of Management Studies also established its 
own library in 1969. 
The 1970s were marked by certain meanderings. At one level, access 
to the Central Library was closed for the undergraduate students. But at 
another level, four Zonal Libraries located in the four cardinal directions 
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and spanning over the entire length and breadth of the city of Delhi (but 
outside the Main Campus) were created for such students. Presently, only 
the South Zone Library is functioning -— the rest were closed between 
1998 and 2003. Libraries of the two Law Centres and that of the University 
of Delhi South Campus were also initiated in the 1970s. 
Major structural transformation of the Delhi University Library took 
place in the early 1980s. Between 1981 and 1985 different degrees of 
financial and administrative decentralization resuhed in the emergence of 
the Central Reference Library (CRL), South Campus Library, Central 
Science Library (CSL), Arts Library, RTL and Law Library as we know 
them today. However, the Delhi University Library System (DULS), of 
which these libraries are integral parts, continues to be headed by the 
University Librarian. In the last two decades the DULS has also taken 
initiatives to create a few specialized libraries and focus on newer academic 
disciplines. A library for the visually challenged scholars (Braille Library) 
has within it an Audio Book Research Centre with nearly 300 cassettes. 
During the Platinum Jubilee Year of the Delhi University, a separate Audio-
Visual Library was added to the CRL. 450 educational video cassettes of 
high academic quality covering various academic disciplines were acquired 
in 1998-99 from agencies such as UGC sponsored Consortium for 
Educational Communication, IGNOU, Sahitya Academy and Tata Institute 
of Social Sciences. The Library of the Faculty of Music & Fine Arts 
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treasures 1800 gramophone records in addition to substantive non-book 
audio-video material. The South Campus Library is taking keen interest in 
areas of applied sciences such as Plant Molecular Biology, Biochemistry, 
Biophysics, Microbiology and Operational Research. Similarly, the Central 
Science Library in the Main Campus is especially sensitive to the needs of 
the Ambedkar Centre for Biomedical Research, and Departments of 
Agrochemicals & Pest Management and Environmental Science. Keeping 
pace with the times, libraries of the Women Studies and Development 
Centre and the Non-CoIIegiate Women's Education Board have also grown 
within the DULS. 
The DUES is largely funded by the University Grants Commission. 
Occasionally, a few libraries have also received some endowment funds 
through the Government of India, donations from individuals or private 
trusts. Shockingly scant financial resources become all the more glaring 
when the profile of users of the DULS is kept in view. In addition to taking 
care of the requirements of nearly 30,000 postgraduate students, the System 
is also catering to the research needs of nearly 7000 teachers and over 5000 
research scholars (working for their M.Phil/ Ph.D. Degrees) belonging to 
over 40 departments. Further, many libraries of the DULS have also been 
serving hundreds of bonafide research scholars from different parts of India 
and abroad. However, the Faculfies of Medical Sciences, Technology and of 
Ayurvedic and Unani Medicine remain outside the coverage of the DULS. 
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The Present holdings of the DULS include: 
1. Over 12,00,000 volumes. 
2. Regular subscription for about 2000 journals. Approximately 4000 
. journals are available online through Campus-Wide Networking 
operational in the CSL. 
3. Over 13,000 Ph.D Theses. The Library brings out a volume entitled 
'Doctoral Research' every year on the eve of the Annual Convocation. 
It gives Abstracts of Theses on which degrees are conferred at the 
Convocation. 
4. Over 13,000 M.Phil Dissertations. 
5. Nearly 700 manuscripts of which Sanskrit and Persian account for 480 
and 153 respectively. There are a few in Arabic, Urdu and Pushto as 
well. The Library possesses invaluable books such as Foster's 
Glossary/ Vocabulary, published in 1799; the complete set of the 
Proceedings of the Royal Society from 1688 onwards, the Greenwich 
Ih 
Observations from the early 19 century, the Catalogue of the British 
Museum in 250 volumes and the Catalogue of the Library of Congress 
in 300 volumes. 
2.4.2. LOOKING BEYOND THE CENTENARY 
Notwithstanding the aforesaid survey of the horizontal spread of the 
DULS, extending all over the city and comprising as many as 34 libraries 
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(listed at the end),the System has indeed a long way to go for scaling some 
notable heights. Inspired by an instinct of self-analysis and introspection, 
Dr. C.D.Deshmukh, former Vice-Chancellor (1962-67) had invited Dr. Carl 
M. Whhe, a renowned American Librarian in 1965 to conduct a survey of 
the Delhi University Libraries. Even after more than 40 years of the 
existence of the Delhi LJniversity, Dr. White was constrained to note: 
"The hard fact to be faced is that the University of Delhi inherited an 
educational tradition which treated the library as a conventional but useless 
accessory". The year 2022 would mark the Centenary of both University of 
Delhi and its Library system. The DULS must set the goal of becoming a 
St 
library of the 21 century. A plan worked out for a decade (1978-88) had 
underlined: "The DULS needs to develop and^serve on the lines of the 
norms of some major universities of the world... where library systems play 
the role of an 'Academic Workshop' in research and higher learning". 
Nearly two decades have elapsed since then and yet the goal looks more of 
a mirage. The automation and computerization of the system started in 1999 
is yet to take off in a meaningful manner. Most of the libraries of the system 
have not taken even preliminary steps in this direction. Development of the 
Union Catalogue Division which was expected to record and show the 
location of all books Journals and other materials in various libraries of the 
system needs to be operationalised through computerization of all libraries 
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within the DULS. We must also move in the direction of mechanization of 
booic-shelving, book traclcing and stock-taking. 
Except at the RTL, and to a very limited extent at the East Asian 
Studies Library, there is hardly any documentation of periodicals being 
done elsewhere — not even in the CRL. Acquisition of readily available 
databases will have to be expedited but it would also require buttressing 
through regular documentation and bibliographic services by competent and 
professionally trained personnel. 
The present building, originally conceived as the Central Library of 
the University, has now been reduced to Central Reference Library. And 
yet, the available physical space is woefully inadequate. Aesthetics have 
been sacrificed to artificially create stacking structures. Indeed, paucity of 
space is being felt by almost all libraries of the DULS. The world over, big 
and functional libraries create 'Depository Libraries' which house old, rare 
and less used publications that can be recalled on special request. While this 
is an absolutely immediate need, the DULS in 2025 must have an elegant 
space of at least 2 million square feet. 
Finally, Library in the capital city of the linguistically varied and rich 
country and which also happens to be the library of country's premier 
university should be looking forward for a full-fledged library of Indian 
Languages, especially classical languages (Sanskrit, Pali, Prakrit, Arabic 
and Persian). 
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2.4.3. LIBRARY SERVICES 
The Central Library of University of Delhi provides the following services: 
L Membership 
The central Library provides the membership to the students, ex-
students, M. Phil. Students, research scholars, college teachers, university 
teachers, non-teaching staff, retired non-teaching staff and retired teachers 
of the university. 
2. OPAC 
OPAC stands for Online Public Access Catalogue. An OPAC 
provides all the bibliographic information of an information centre's 
collection. OPAC is the modern and flexible form of the catalogue usually 
instantaneous and sophisticated access to any recorded information within a 
catalogue. The Central Library provides its users the online public access 
catalogue service. 
3. Document borrowing 
The Central Library offers the document borrowing facility to its 
bonatlde members. The library provides category wise document 
borrowing, which is shown in the table below: 
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Table 1. Borrowing of Documents 
Category 
University teachers 
College teachers 
Ph.D. students 
M. Phil. Students 
P.G. students 
U.G. students 
Ex-students 
Non teaching staff 
Number of documents 
10 
6 
6 
5 
4 
2 
2 
4 
Loan period (in days) 
30 
30 
30 
30 
15 
15 
15 
15 
4. Reference and referral service 
Library provides the reference service to its bonafide members. 
Reference service is the ultimate goal of the university libraries. It is the 
service that connects the users v i^th their documents and information needs 
and helps in the processing of promoting use of the collections built up in 
the library. It is a personalized service offered to users when they visit the 
library seeking information from books and other documents. Referral 
services are one part of the reference service. The service that directs the 
enquirers to a source of information, which may be a directory, an 
organization or an individual expert, is called the referral service. 
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5. Inter- library loan 
Inter library loan is the most common and age old form of resource 
sharing. In this, a library gets book or a document from other library on loan 
for a certain period of time. The transaction takes place only between the 
libraries. The Central Library provides Inter library loan to its readers. 
6. Photocopying 
The central library provides photocopying facility to its users 
because it is not possible to issue reference books to the users. 
Photocopying means duplication of documents by xeroxing machines. This 
is the most popular service in which library users get the photocopy of 
relevant material from books, journals or reference sources to be used by 
them according to their own convenience. 
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CHAPTER - 3 
REVIEW OF RELATED LITERATURE 
Review of related literature is very necessary for a new research 
topic. By studying related literature we locate, read and evaluate reports of 
research as well as report of casual observation and opinion that are related 
to the individual's planned research projects. 
The search for related literature should be done in a systematic way 
to achieve best results, otherwise the search may land into wastage of 
labour and time and poor retrieval of relevant information. This chapter 
presents an overall view of studies conducted abroad as well as in India in a 
chronological order, 
3.1. ROLE EFFICACY 
Sen & Surti. (1982, 1983). Researches on Role Efficacy indicates 
that persons with high role efficacy experience less role stress; less anxiety; 
less work related tension (Sayeed, 1985). They effectively cope up with 
problems, use more purposeful behavior, (Das, 1984), The overall Role 
Efficacy Index was most significantly and negatively correlated with Self-
Role Distance, Role Stagnation, and Role Erosion. It was possible that the 
changing nature of the clerical field, due to the increasing use of computers, 
may be contributing to feelings of role erosion, stagnation, increasing role 
distance, and expectation conflicts. It was interesting that the Role Efficacy 
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Index was un-correlated with Inter-Role Distance, Role isolation, Role 
Ambiguity, Role Overload, Resource Inadequacy, and Personal Inadequacy. 
The Role Efficacy Index was significantly correlated with the Total Stress 
Score. Results were obtained with high role efficacy followed by low level 
of burnout. A highly significant negative correlation was found between 
burnout and role efficacy. This indicates that individuals who had lower 
burnout scores were high on role efficacy scores. A high role efficacy seems 
to develop some degree of resilience in individual to cope up with various 
types of stresses (Das, 1984), This appears to be in line with the past 
researches where role efficacy was found to have negative relationship with 
job anxiety and job related stress (Sharma and Sharma, 1983). More 
specifically burnout was found to have a significant negative correlation 
with role linking. It was suggested that with the increased role efficacy 
burnout was considerably reduced. Inter-role linkages and helping 
relationships act as buffers preventing burnout phenomenon to occur with 
its usual intensity. Stress proneness variable related negatively with 
integration, Proactivity, Super-ordination, Influence and overall efficacy 
scores, thereby suggesting that low stress proneness contributes to role 
development and one's being efficacious on the job, whereas high stress 
proneness does not go well with the role efficacy. Increased role efficacy 
results in lower experience of stress or stress proneness. Stress proneness 
and role efficacy have emerged to be inversely related (Sayeed, 1985). 
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Researchers have contended that persons with high role efficacy seem to 
experience less role stress, anxiety, and work-related tension (Sayeed, 
1985); they rely on their own strengths to cope with problems, they use 
more purposeful behavior, they are active and interact with people as well 
as environment, showed growth orientation, attitudinal commitment, 
positive and approach behavior, and feel satisfied with their jobs and roles 
in the organizations. 
Flay B.R. (1986) In an article published in Pub Med the concepts of 
efficacy and effectiveness were examined from the viewpoints of the 
traditions and philosophies of health-care research and social program 
evaluation. Consideration of the status of the program being assessed, its 
availability to, and its acceptance by the target audience leads to the 
derivation of four levels of health promotion program testing i.e. 
• Efficacy trials, under optimum conditions of program implementation 
and recipient participation; 
• Treatment effectiveness trials, with expected variation in target audience 
acceptance; 
• Implementation of effectiveness trials, under varying conditions of 
implementation; and 
• Program evaluation of previously untested programs. 
These four levels of testing, together with experience in one area of 
health promotion research (smoking prevention), suggest eight phases of 
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research for the development of health promotion programs: basic research, 
hypothesis development, pilot applied research, prototype evaluation 
studies, efficacy trials, treatment effectiveness trials, implementation 
effectiveness trials, and demonstration evaluations. Issues of design, the use 
of random assignment, the use of blinding procedures, and of the role of 
process evaluation in these different research levels, particularly efficacy 
and effectiveness trials, are considered in light of the terminologies and 
methods of health-care and social program evaluation research. 
White & Wooten (1986) in a model of change agent, cHent system, 
and mutual roles was developed, and further it was extended as a theoretical 
model of change role efficacy for organizational development in 1989, in 
this study Various forms of role conflict and ambiguity were discussed in 
relation to their impact upon various change roles to be assumed at each 
stage of change. It is concluded that highly integrative and contingency-
based models are needed for the theoretical development of OD as a 
science, and for practical guidance of change parties. 
Poole & Lang an Fox (1992) In a study on role efficacy and women, 
have studied managerial and professional women about the stress and 
rewards associated with their work and family roles. Although no 
significant differences were found between managerial and professional 
women, the mean scores indicated that the role of employee was both the 
most rewarding and the most stressful. 
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Klinefelter, G. (1993) In his article "Role efficacy and job 
satisfaction of hospital nurses", discussed role efficacy and its relation to 
job satisfaction of hospital nurses. It describes a role-efficacy Model and 
analyzes nurses' perceptions of feedback from the job itself, nursing 
supervisors, Physicians, and hospital administrators. The impact of role 
efficacy and job satisfaction on improved recruitment and retention of 
nurses and the role of staff development in the improvement process is 
explained. 
Goleman (1995) in his study found that individuals with higher role 
efficacy remain active and interact with people and the environment, 
showed higher level of emotional intelligence) in solving problems. These 
individuals with higher role efficacy, showed growth orientation, attitudinal 
commitment, positive and approach behavior (Sen, 1982; Deo, 1993). They 
tend to feel more satisfied with life, with their jobs and organizational role 
in general (Sen, 1982; Surti, 1983) 
In a project work (1997) in Fordham University of New York role-
stress and efficacy was studied among teachers for research-based effective 
teaching behaviors, and teachers' attitudes toward inclusive education. The 
adoption of innovative practices often requires changes in the adopters' 
(e.g., general education teachers) roles and functions. Unclear expectations 
of the requirements which define and govern the new roles can give rise to 
role stress (e.g., role conflict, role ambiguity). These role discrepancies can 
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lead to lack of appropriate feedback and faulty judgments, thereby 
negatively influencing self-efficacy beliefs and subsequent behaviors. 
Hence, newly acquired or previously learned skills may either be 
underutilized, inappropriately utilized, or not utilized at all.^ Therefore, the 
purpose of the present study was to investigate the effect of teachers' 
perceived role stress (role conflict, role ambiguity), perceived self-efficacy 
(personal teaching, teaching), and support for research-based effective 
teaching behaviors on their attitudes toward inclusive education. 
Bray, Steven, R., Brawley, Lawrence, R. & Carron, Albert, V. 
(2002) in their study "Efficacy for Interdependent Role Functions Evidence 
From the Sport Domain" reported about the initial development of an 
instrument to measure role efficacy for interdependent functions and test its 
conceptual distinctiveness from other forms of efficacy within 
interdependent teams. Intercollegiate basketball players completed a role 
efficacy questionnaire on which they reported their confidence in 
capabilities to perform interdependent role functions within their team's 
offensive and defensive systems. They also completed measures of task 
self-efficacy and collective efficacy. Consistent with predictions, role 
efficacy and task self-efficacy were found moderately related. Role efficacy 
was also distinct from collective efficacy in so far as the latter perception 
showed evidence of a shared group perception, whereas role efficacy 
showed individual-level variance only. Starting players reported greater role 
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efficacy than nonstarters, yet collective efficacy and task self-efficacy were 
the same regardless of starting status. Together, results supported the initial 
validity and conceptual distinctiveness of role efficacy within the 
interdependent sport team environment. 
Erdwins & Carol (2001) examined the gender differences Role 
Efficacy scores for Role Making, Role Linking and Role Centering 
behaviors were higher for males than for females. Franks et al, suggested 
that Role-taking and power are seen as distinct strategies by which persons 
achieve control of others. Karve (2006) showed that role linking subscale 
v/as significantly high for women executives. Self-efficacy in work proved 
to be a significant predictor of these women's work-family conflict and role 
overload, respectively. 
Bray & Brawley. (2002) studied about Role Efficacy, Role Clarity, 
and Role Performance Effectiveness. The main purpose of the study was to 
examine role clarity as a moderator of the role efficacy-role performance 
relationship. A secondary issue was to investigate the influence of role 
clarity on role efficacy and role performance. On the basis of Bandura's 
theorizing, it was hypothesized that role efficacy should be a good predictor 
of role performance effectiveness only under condifions of high role clarity. 
Individuals reporting higher role clarity were expected to be more 
efficacious and perform better than those with lower role clarity. Consistent 
with hypotheses, role clarity moderated the prospective relationship 
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between role efficacy and role performance effectiveness in the predicted 
direction for offensive role functions. Individuals who reported higher role 
clarity also reported higher role efficacy and performed better than those 
with lower role clarity. 
Taggar & Seijts (2003) in their study under the title "Leader and 
Staff Role Efficacy as Antecedents of Collective-Efficacy and Team 
Performance" A model of the relationships between leader role efficacy for 
initiating structure behavior, staff role efficacy for team playing behavior, 
actual behavior, collective-efficacy, and team performance was tested. The 
results showed that leader and staff behavior mediated the relationship 
between role-specific efficacy and collective-efficacy. In addition, high 
leader and staff role behavior, in combination, led to the highest collective-
efficacy. Low staff role behavior neutralized the effect of high leader 
role behavior on collective-efficacy, and vice versa. The results also 
indicated that collective-efficacy mediated the leader role behavior-staff 
role behavior and team performance relationship. 
Bray, Balaguer & Duda. (2004) In the study entitled "The 
relationship of task self-efficacy and role efficacy beliefs to role 
performance in Spanish youth soccer" the relationship between self efficacy 
and role efficacy was studied. The aim of this study was to examine the 
relationship between role efficacy and role performance after controlling for 
the effects of task self-efficacy. Two hundred and ninety-five Spanish youth 
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soccer players from 20 teams completed self-report measures of task self-
efficacy, role efficacy and role performance at the mid-point of a 
competitive season. The 20 team coaches also provided ratings of each of 
their players' role performances at mid-season. Consistent with hypotheses, 
bivariate correlations showed task self-efficacy and role efficacy was 
positively related to role performance ratings. Hierarchical regression 
analyses revealed that role efficacy contributed significantly to the 
prediction of athletes' ratings of role performance after controlling for task 
self-efficacy. Role efficacy also explained significant variation in the 
prediction of coach ratings; however, the effects were less dramatic and 
inconsistent. Our results support self-efficacy theory and reinforce the value 
of assessing efficacy beliefs representing behaviours carried out both 
independently and interdependently for the prediction of role performance 
within team environments. Future research directions are proposed. 
Zimmerman & Kitsantas. (2005) A study was made on homework 
practices and efficacy among students under the title "Homework practices 
and academic achievement: The mediating role of efficacy and perceived 
responsibility beliefs" which invesfigated the role of students' homework 
practices in their self-efficacy beliefs regarding their use of specific learning 
processes (e.g., organizing, memorizing, concentrating, monitoring, etc.), 
perceptions of academic responsibility, and academic achievement. One 
hundred and seventy-nine girls from multi-ethnic, mixed socioeconomic 
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status families residing in a major metropolitan area of the United States 
were studied in a parochial school that emphasized homework in the 
curriculum with more than 3 hours of work assigned daily. Path analyses 
showed significant paths (a) from homework experiences to the girls' 
efficacy for learning beliefs and their perception of student responsibility 
for academic outcomes, and (b) from these two academic beliefs to the 
girls' academic grade point average at the end of the school. 
Rao, K.H., Rao, R.V.S. and Anwer, M.M. (2007) / ^ . artCA 
published in "The lUP .Toumal of organizational behavior" In this study, 
role efficacy was measured for 164 faculty members of the State 
Agricultural Universities, using the Role Efficacy Scale, which takes into 
consideration the ten dimensions—Centrality, Integration. Proactivity, 
Creativity, Linkages, Helping Relationship, Super ordination. Influence, 
Growth, and Confrontation—that contribute to role efficacy. The study 
reveals the scope for enhancement of overall role efficacy and its different 
dimensions. The research puts forth that education and designations have no 
relation with any dimension of role efficacy; age and experience have a 
positive correlation with proactivity, and the number of training programs 
attended has a positive correlation with confrontation. The authors offer 
suggestions for enhancing the overall role efficacy and its different 
dimensions. 
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Karve, Kumar & Nair. (2011) In a study "Role Efficac)' a Means to 
Enable the Entrepreneurial Role" studied Enhancing Self and Role Efficacy 
of Entrepreneurs wherein entrepreneurs perceive Role Stress as an 
opportunity or challenge rather than a disabling factor. This study focused 
on building theoretical linkages between Role Efficacy as a means to 
proactively deal with potential role stress. It further uses the primary data 
analysis of 200 women entrepreneurs to find the actual impact of role 
efficacy on experience of role stress in dealing with women's 
entrepreneurial role. The paper concluded that Role Efficacy can indeed be 
a vehicle for entrepreneurs to become effective in their entrepreneurial role. 
Entrepreneurial Associations can organize workshops for budding and 
existing entrepreneurs in learning to enhance personal and role efficacy 
which will help in resolving the various role stresses in a proactive manner 
by empowering and enabling the entrepreneurs. 
Waddar, Vijaylaxmi & Aminabhav. (2012) In a study "Role Based 
Performance and Role Efficacy of Aircraft Employees in Relation to Their 
Emotional Labour: A Study for Developing Employability Skill" In this 
study it was found that high performance and role efficacy naturally makes 
the employees to undergo higher emotional labour experiences. Also one 
can clearly understand that in the process of giving best service or 
performance, the employees are forced to suppress all their individualistic 
emotions. As employees are expected to fall in line with the demands of 
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organization, in the process of doing so tiie employees automatically 
experiences high emotional labour and in turn leading to some psycho-
somatic problems. Thus, in view of this, the employees of the organization 
are to be helped through intervention programs to cope with their emotional 
labour as well as to manage their emotional labour experiences. Ultimately 
those who are trained in this direction will develop more employability skill 
and higher chances of sustaining in the occupation. 
Vijayashree, L. (2012) "Mapping Organizational Role and Role 
Efficacy" the relationship between role efficacy and stress among women 
BPO employees in Bangalore was shown. Results showed that there is a 
negative relationship and also showed that there is a possibility of 
meaningful clusters among the variables of role efficacy and organizational 
role stress. The results also highlighted the fact that the women employees 
do not fall under the cluster formed with very Low Role efficacy and High 
organizational Role stress. 
Kaur, Ravinder & Kazi. (2012) In a research paper entitled "An 
Empirical Study on impact of role etficacy of nursing community on 
Organizational effectiveness using multiple regression analysis" role 
efficacy and its relation to Organizational effectiveness of hospital nurses is 
taken into consideration. It describes a role efficacy model and analyzes 
nurses' perceptions of feedback from the job itself, nursing staff, nursing 
supervisors and nursing administrators. The study is descriptive in type and 
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quantitative and qualitative in nature. The research design entailed 
structured questionnaire with closed-ended questions administered to nurses 
from the 4 units of Apollo Hospital. The selection of nurses was the result 
of a random sampling process. In each unit 130 nurses were interviewed 
and the total sample size was of 520 nurses'. Results from these interactions 
with the nurses were backed-up with information from focus group 
discussions/interviews with senior nursing staff of the hospital. The field 
work material was coded and quantified and data was analyzed using SPSS 
software. The study shows that nursing employees overall are strongly 
guided by their professional conscience and similar aspects related to 
professional ethos. 
Renu, V.V. (2013) In this study on Executive "Role Efficacy 
Among Knowledge Workers" many things were observed. The paper based 
on Human Resources Management dealt with the enhancement of 
motivation levels of the organization's internal customer such that the per 
capita increase in effectiveness and efficiency levels of production (of 
goods and services) is brought about in such a way that the external 
customer's needs are more than adequately satisfied. This is therefore far 
more than what conventional personnel management aimed at and 
conventional industrial relations forms a sub-function of this specialization. 
It is argued that the per capita increase Inefficiency and effectiveness is not 
possible to be brought about unless the self-perception of the internal 
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customer is enhanced. The internal customer must begin to believe in 
herself/himself and thereby bring about a qualitative and quantitative 
improvement in the role fulfillment process itself. It is one of the principle 
tasks of HRM intervention to make this happen. This paper is to find out 
high attrition in the software industry is principally because technocrats do 
not have a sense of belongingness with the organization. 
Khan, Nazran, M. (2013) In his article "Role Efficacy of 
Government and Non-Government Organization in Environmental 
Management: A Prospective Approach" published in International Monthly 
Refereed Journal of Research In Management & Technology said that 
growing consciousness of human exploitation of environment has elicited 
several responses. In the last three decades there has been a plethora of 
governmental and nongovernmental conventions hosted, a myriad of books 
published, extensive media coverage, and countless speeches delivered 
concerning environmental issues and how they might be addressed. An 
integral part of helping people to understand the importance of their actions 
on the health of their surrounding environment is through the best practices 
of governmental and non-governmental organizations involved therein. 
Environmental management involves the practices that increases people's 
knowledge and awareness about the environment and associated challenges 
as well as develops the necessary skills and expertise to address the 
challenges. The present paper attempts to identify various socio-economic 
65 I P a g e 
^view of plated'Literature 
factors as well as functioning of various organizations associated with 
preservation and restoration of environment in the selected research area. 
The data for the study were collected from secondary sources. The data so 
collected has been analyzed through secondary review. The study concludes 
that socio-economic factors have a positive impact on environmental 
management. The basic factors identified were: Demographic change, 
Social change, Gender and divisions of labor, Health, Education, 
knowledge and information, Poverty, Economic change. Technological 
change, Research and the development of new technologies etc. 
3.2. SELF EFFICACY 
Bandura, Albert. (1977) Self-efficacy is a person's judgment about 
being able to perform a particular activity. It is a student's "1 can" or "I 
cannot" belief. Unlike self-esteem, which reflects how students feel about 
their worth or value, self-efficacy reflects how confident students are about 
performing specific tasks. High self-efficacy in one area may not coincide 
with high self-efficacy in another area. Just as high confidence in snow 
skiing may not be matched with high confidence in baseball, high self-
efficacy in mathematics does not necessarily accompany high self efficacy 
in spelling. Self-efficacy is specific to the task being attempted. However, 
having high self-efficacy does not necessarily mean that students believe 
they will be successful. While self-efficacy indicates how strongly students 
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believe they have the skills to do well, they may believe other factors will 
keep them from succeeding 
Bandura, Albert. (1977) In his work of "Social Learning Theory" has 
said that High self-efficacy can affect motivation in both positive and 
negative ways. In general, people with high self-efficacy are more likely to 
make efforts to complete a task, and to persist longer in those efforts, than 
those with low self-efficacy. The stronger the self-efficacy or mastery 
expectations, the more active the efforts. However, those with low self-
efficacy sometimes experience incentive to learn more about an unfamiliar 
subject, where someone with a high self-efficacy may not prepare as well 
for a task. 
Bandura. (1977) In an article "Self-efficacy: Toward a Unifying 
Theory of Behavioral Change" an integrative theoretical framework to 
explain and to predict psychological changes achieved by different modes 
of treatment was shown. This theory stated that psychological procedures, 
whatever their form, alter the level and strength of self-efficacy. It was 
hypothesized that expectations of personal efficacy determine whether 
coping behaviour will be initiated, how much effort will be expended, and 
how long it will be sustained in the face of obstacles and aversive 
experiences. Persistence in activities that were subjectively threatening but 
in feet relatively safe produces, through experiences of mastery, further 
enhancement of self-efficacy and corresponding reductions in defensive 
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behaviour. In the proposed model, expectations of personal efficacy were 
derived from four principal sources of information: performance 
accomplishments, vicarious experience, verbal persuasion, and 
physiological states. The more dependable the experiential sources, the 
greater were the changes in perceived self efficacy. A number of factors 
were identified as influencing the cognitive processing of efficacy 
information arising from enactive, vicarious, exhortative, and emotive 
sources. The differential power of diverse therapeutic procedures is 
analyzed in terms of the postulated cognitive mechanism of operation. 
Findings were reported from microanalyses of enactive, vicarious, and 
emotive modes of treatment that support the hypothesized relationship 
between perceived self-efficacy and behavioral changes. 
Bandura, Albert. (1982) In his work of study "Self-efficacy 
mechanism in human agency" talked about centrality of the self-efficacy 
mechanism (SEM) in human agency. SEM precepts influence thought 
patterns, actions and emotional arousal. In causal tests, the higher the level 
of induced self-efficacy, the higher the performance accomplishments and 
the lower the emotional arousal. The different lines of research reviewed 
show that the SEM may have wide explanatory power. Perceived self-
efficacy helps to account for such diverse phenomena as changes in coping 
behavior produced by different modes of influence, level of physiological 
stress reactions, self-regulation of refractory behavior, resignation and 
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despondency to failure experiences, self-debilitating effects of proxy control 
and illusory inefficaciousness, achievement strivings, growth of intrinsic 
interest, and career pursuits. The influential role of perceived collective 
efficacy in social change and the social conditions conducive to 
development of collective inefficacy are analyzed. 
Gareth, Jones, R. (1986) "Socialization Tactics, Self-Efficacy, and 
Newcomers' Adjustments to Organizations". This study investigated the 
relationship between the socialization tactics employed by organizations 
and a series of role and personal outcomes. It also examined the effects of 
self-efficacy on role orientation. Consistent with predictions, resuhs suggest 
that different patterns of socialization lead to different forms of newcomer 
ad-justment to organizations. Specifically, institutionalized tactics lead to 
custodial role orientations, and individualized tactics to innovative role 
orientations. The results also suggest that self-efficacy moderates this 
learning process-specifically that socialization tactics produce a stronger 
custodial role orientation when newcomers possess low levels of self-
efficacy. 
Schwarzer, R.(1992) "Self-efficacy: Thought control of action" 
provides a critical analysis of theories of health behavior and attempts to re-
conceptualize the process by which people adopt precaution strategies, 
change detrimental health habits, and maintain desired health behaviors as 
well as abstain from risky habits, It also provided a critical analysis of four 
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theories: Self-Efficacy Theory, Health Belief Model, Theory of Planned 
Behavior, and Protection Motivation Theory from a social-cognitive 
perspective, a causal model is proposed, the so-called Health Action 
Process Approach, which focuses on the role of expectancies and covers 
self-regulatory processes in the maintenance phase. 
Bandura, Albert. (1994) Perceived self-efficacy is concerned with 
people's beliefs in their ability to influence events that affect their lives. 
This core belief is the foundation of human motivation, performance 
accomplishments, and emotional well-being (Bandura, 1997, 2006). Unless 
people believe they can produce desired effects by their actions, they have 
little incentive to undertake activities or to persevere in the face of 
difficulties. Whatever other factors may serve as guides and motivators, 
they are rooted in the core belief that one can make a difference by one's 
actions. 
Pajares. (1996) "Self-Efficacy Beliefs in Academic Settings". 
Puipose of this article is to examine the contribution made by the self-
efficacy component of Bandura's (1986) social cognifive theory to the study 
of self-regulation and motivation in academic settings. The difference 
between self-efficacy beliefs and other expectancy constructs is first 
explained, followed by a brief overview of problems in self-efficacy 
research. Findings on the relationship between self-efficacy, motivation 
constructs, and academic performances are then summarized. These 
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findings demonstrate that particularized measures of self-efficacy that 
correspond to the criterial tasks with which they are compared surpass 
global measures in the explanation and prediction of related outcomes. The 
conceptual difference between the definition and use of expectancy beliefs 
in social cognitive theory and in expectancy value and self-concept theory is 
then clarified. 
Csikszentmihaly. (1997) Self-efficacy significantly beyond actual 
ability leads to overestimation of the ability to complete tasks. On the other 
hand, self efficacy significantly lower than ability discourages growth and 
skill development. Research shows that the optimum level of self-efficacy 
is slightly above ability; in this situation, people are most encouraged to 
tackle challenging tasks and gain experience 
A growing body of research reveals that there is a positive, 
significant reladonship between students' self-efficacy beliefs and their 
academic performance. Our goal with this project is to increase the self-
efficacy of the student you are working with. People with low self-efficacy 
toward a task are more likely to avoid it, while those with high self-efficacy 
are not only more likely to attempt the task, but they also will work harder 
and persist longer in the face of difficulfies. Self-efficacy influences: 
• What activities students select, 
• How much effort they put forth, 
• How persistent they are in the face of difficulties, and 
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• The difficulty of the goals they set. 
Zimmerman, Barry, J. (2000) Self-efficacy has emerged as a highly 
effective predictor of students' motivation and learning. As a performance-
based measure of perceived capability, self-efficacy differs conceptually 
and psychometrically from related motivational constructs, such as outcome 
expectations, self-concept, or locus of control. Researchers have succeeded 
in verifying its discriminant validity as well as convergent validity in 
predicting common motivational outcomes, such as students' activity 
choices, effort, persistence, and emotional reactions. Self-efficacy beliefs 
have been found to be sensitive to subtle changes in students' performance 
context, to interact with self-regulated learning processes, and to mediate 
students' academic achievement. 
Miller, N.,E. and Dollard, J. (2005) Self-efficacy as one's belief in 
one's ability to succeed in specific situations. One's sense of self-efficacy 
can play a major role in how one approaches goals, tasks, and challenges 
(Albert Bandura). The theory of self-efficacy lies in the middle of 
Bandura's social cognitive theory, which emphasizes the role of 
observational learning and social experience in the development of 
personality. The main concept in social cognitive theory is that an 
individual's actions and reactions, including social behaviors and cognitive 
processes, in almost every situation are influenced by the actions that 
individual has observed in others. Because self-efficacy is developed from 
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external experiences and self-perception and is influential in detennining 
the outcome of many events, it is an important aspect of social cognitive 
theory. Self-efficacy represents the personal perception of external social 
factors. According to Bandura's theory, people with high self-efficacy-that 
is, those who believe they can perform well—are more likely to view 
difficult tasks as something to be mastered rather than something to be 
avoided. Self-efficacy affects every area of human endeavor. By 
determining the beliefs a person holds regarding his or her power to affect 
situations, it strongly influences both the power a person actually has to 
face challenges competently and the choices a person is most likely to 
make. These effects are particularly apparent, and compelling, with regard 
to behaviors affecting health. 
Conner, M. and Norman, P. (2005) In their work established that 
Choices affecting health, such as smoking, physical exercise, dieting, dental 
hygiene, seat belt use, are dependent on self-efficacy. Self-efficacy beliefs 
are cognitions that determine whether health behavior change will be 
initiated, how much effort will be expended, and how long it will be 
sustained in the face of obstacles and failures. Self-efficacy influences how 
high people set their health goals. 
Ormrod, J.,E. (2006) in "Educational psychology: Developing 
learners" said Self-efficacy is the measure of the belief in one's own ability 
to complete tasks and reach goals. Psychologists have studied self-efficacy 
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from several perspectives, noting various paths in the development of self-
efficacy; the dynamics of self-efficacy, and lack thereof, in many different 
settings; interactions between self-efficacy and self-concept; and habits of 
attribution that contribute to, or detract from, self-efficacy. 
Schunk, Dale, H. (2011) In his article "Self-Efficacy and Academic 
Motivafion" discussed Academic motivation in terms of self-efficacy, an 
individual's judgments of his or her capabilities to perform given actions. 
After presenting an overview of self-efficacy theory, I contrast self-efficacy 
with related constructs (perceived control, outcome expectations, and 
perceived value of outcomes, attributions, and self-concept) and discuss 
some efficacy research relevant to academic motivation. Studies of the 
effects of person variables (goal setting and information processing) and 
situation variables (models, attributional feedback, and rewards) on self-
efficacy and motivation are reviewed. In conjunction with this discussion, I 
mention substantive issues that need to be addressed in the self-efficacy 
research and summarize evidence on the utility self-efficacy for predicfing 
motivational outcomes. Areas for future research are suggested. 
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CHAPTER-4 
RESEARCH METHODOLGY 
4.1. STATEMENT OF THE PROBLEM 
The problem of the study is entitled "Study of Role Efficacy among 
library staff of Aligarh Muslim University and Delhi University". 
4.2. AIMS AND OBJECTIVES OF THE STUDY 
The present study is entitled "Study of Role Efficacy among library staff 
of Aligarh Muslim University and University of Delhi" primarily aims to 
measure the role efficacy among different categories of central library staff of 
the two universities and to identify the university that is more potentially 
effective. 
4.3. SCOPE 
The scope of the present study is concerned with the role efficacy 
among the Library staff of Maulana Azad Library, Aligarh Muslim University 
and Central Library, University of Delhi. 
4.4. HYPOTHESES 
• There exists significant difference between the 5 job categories among the 
library staff of AMU and DU. 
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• There exists significant difference between Role Efficacy Index of library 
staff of Aligarh Muslim University and University of Delhi. 
• The Role Efficacy Index (REI) of DU library staff is more than AMU 
library staff; the library staff of DU is more potentially effective than AMU 
library staff 
4.5. VARIABLES TAKEN 
In order to collect and get the meaningful conclusion the following 
variables are analyzed in detail. 
• Library staff of Maulana Azad Library : Aligarh Muslim University 
• Library staff of Central Library : University of Delhi 
4.6. DATA COLLECTION 
The following steps V^QVQ followed for conducting the study: 
4.6.1. TOOL USED FOR DATA COLLECTION 
To conduct this study investigator took the survey methodology and 
questionnaire method as a tool to collect the data. The present study was 
conducted on a sample 40 staff members from each of the libraries under study. 
33 questionnaires were received from the library staff of AMU and 27 
questionnaires were received from DU, one of the questionnaire received from 
DU was excluded from the study because of incomplete data. In all 59(33+26) 
questionnaires were utilized i'or data analysis. 
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4.6.2 RESEARCH DESIGN 
In the present study Questionnaire method (Closed Questionnaire) is 
used to collect data from the respondents, a pre-designed questionnaire having 
20 triads of statements was used which was developed by Udai Pareek, having 
all 10 aspects of role efficacy i.e 
• Self-Role Integration- Every person has his strengths experience, 
technical training, special skills, and some unique contribution that he 
may be able to make. The more the role a person occupies provides an 
opportunity for the use of such special strengths, the higher the efficacy is 
likely to be. This is called self-role integration. The self or the person and 
the role get integrated through the possibility of a person's use of his 
special strengths in the role. Our special strengths are used in the role so 
that it may be possible for us to demonstrate how effective we can be. 
Integration contributes to high role efficacy. On the other hand if there is a 
distance between the self and the role, role efficacy is likely to be low. 
• Proactivity- A person, who occupies a role, responds to the various 
expectations that people in the organization have from that role. While 
this certainly gives him satisfaction, it also satisfies others in the 
organization. However, if he is also expected to take initiative in starting 
some activity, the efficacy will be higher. Reactive behavior helps a 
person in being effective to some extent, but proactivity contributes much 
more to efficacy. If a person feels that he would like to take initiative but 
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has no opportunity to do so in the role that he occupies in the 
organization, the efficacy will be low. 
Creativity- It is not only initiative which is important for efficacy. An 
opportunity to try new and unconventional ways of solving problems or 
an opportunity to be creative is equally important. If a person perceives 
that he has to perform only routine tasks, it is detrimental towards a high 
role efficacy. If he feels that the role does not allow any time or 
opportunity to be creative, the efficacy is bound to be low. 
Confrontation- If people in an organization avoid problems or shift the 
problems to the others; their role efficacy will be low. The tendency to 
confront problems and find relevant solutions contributes to efficacy. 
When people facing inter-personal problems sit down, talk about these 
problems, and search out solutions, their efficacy is likely to be 
higher when compared with situations in which they either deny such 
problems or refer them to their higher officers. 
Centrally- If a person occupying a particular role in organization feels that 
the role he occupies is central in the organization; his role efficacy is 
likely to be high. Every employee would like to feel thai his role is 
important to the organization. If persons occupying various roles feels that 
their roles are peripheral i.e. not very important, their potential 
effectiveness will be low. 
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Influence- a relative concept is that of influence or power. The more 
influence a person is able to exercise in his role, the higher is its efficacy 
is likely to be. 
Personal Growth-If a person feels that he is stagnating in a role without 
any opportunity to grow he is likely to have a low role efficacy. In many 
institutes of higher learning, the roles of the staff pose problems of low 
efficacy. The main factor behind this is the lack of opportunity for them to 
grow systematically in their roles. Institutes which are able to plan the 
growth of such people in the roles will have higher efficacy and obtain a 
great deal of contribution from them. 
Inter-role Linkage-Linkages of one's role with other roles in the 
organization increases efficacy. If there is a joint effort in understanding 
problems, finding solutions, the efficacy of the various roles involved is 
likely to be high. The feeling of isolation of a role reduces role efficacy. 
Helping Relationship- If persons performing a particular role feel that 
they can get help from some source in the organization whenever the need 
arises, they are likely to have higher role efficacy. On the other hand, if 
there is a feeling that no help is forthcoming when asked for, or that the 
respondents are hostile, role efficacy will be low. 
Super Ordination- When a person performing a particular role feel that 
what he does is likely to be of value to a larger group, his efficacy is likely 
to be high. Roles in which people feel that what they are doing is helpful 
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to the organization, in which they work, result in role efficacy. But if a 
person feels that he does not get an opportunity to be of help to a larger 
group, the role efficacy is likely to be low 
4.7. SAMPLE POPULATION 
It is not feasible to collect large quantities of data having each and every 
staff member of the library. Therefore samples were selected by using stratified 
random sampling method for collecting the data. 
The present study was conducted on a sample 40 staff members of each 
Library Maulana Azad Library: Aligarh Muslim University and Delhi 
University Central Library: University of Delhi. Out of them from Aligarh 
Muslim University 33 questionnaires and from University of Delhi 26 
questionnaires were found properly filled with all 20 triads of statements 
attempted. 
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TABLEl. STATUS OF RESPONDENTS: AMU vs DU 
Designation 
Librarian 
Deputy Librarian 
Assistant 
Librarian 
Professional 
Assistants 
Semi-Professional 
Assistants 
AMU 
Total 
staff 
1 
2 
7 
17 
40 
Staff members 
responded, n=33 
1 
1 
3 
10 
18 
DU 
Total 
staff 
1 
3 
1 
14 
21 
Staff members 
responded, n=26 
1 
2 
1 
8 
14 
4.9. DATA ANALYSIS 
Data collected through the questionnaire, is organized and tabulated for 
percentage using the conversion table REI. 
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CHAPTER 5 
DATA ANALYSIS AND INTERPRETATION 
5.0. INTRODUCTION 
This chapter deals with the analysis and interpretation of data, which 
have been collected through questionnaire. 
The analysis of data requires a number of closely related operations 
such as establishment of categories, application of these categories to raw 
data through coding, tabulation, drawing statistical inferences and 
summarizing of data to obtain answers to the problem of research. The data 
is collected and analyzed with the help of various statistical measures. 
In the present "Study of Role Efficacy among library staff of Aligarh 
Muslim University and University of Delhi" the data collected by the 
investigator is organized and presented in this Chapter. 
The Data was collected from the Central Libraries of Aligarh 
Muslim University and University of Delhi, with the help of Questionnaire 
method (Closed Questionnaire). A pre-designed questionnaire having 20 
triads of statements was used which was developed by Udai Pareek, having 
10 aspects of role efficacy. Respondents were asked to mark one statement 
in each triad which described their role most accurately. Each triad had 3 
alternatives which were pre-weighted. There are two statements for each 
dimension of role efficacy. Finally the raw score total is calculated and then 
converted into Role Efficacy Index which represents the percentage of role 
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effectiveness of a respondent within the organization. A high REI indicates 
that the respondent perceives that he has a great deal of opportunity to be 
effective in the role. 
The present study was conducted on a sample 40 staff members from 
each of the libraries under study. 33 questionnaires were received from the 
library staff of AMU and 27 questionnaires were received from DU, one of 
the questionnaires received from DU was excluded from the study because 
of incomplete data. In all 59(33+26) questionnaires were utilized for data 
analysis. 
5.1. ANALYSIS AND INTERPRETATION 
The study has been conducted under following 10 dimensions to 
calculate role efficacy among the library staff of Aligarh Muslim University 
and University of Delhi. 
5.1.1. Centrality Dimension for Role Efficacy 
If a person occupying a particular role in organization feels that the 
role he occupies is central in the organization, his role efficacy is likely to 
be high. If persons occupying various roles feels that their roles are not very 
important, their potential effectiveness will be low. 
The table below shows the comparison in between mean scores of 
centrality dimension of the library staff of AMU and DU. 
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Tablel. Mean of Centrality Score among AMU and DU library staff. 
Designations 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistant 
Semi-Professional Assistant 
MS in AMU 
4 
2 
2.6 
2.3 
2.3 
MS in DU 
4 
4 
4 
2.4 
2.0 
% Difference 
0 
50 
45 
3 
7 
*MS-Mean Score 
*AMU-Aligarh Muslim University 
*DU-Delhi University 
Following are the interpretation of the above data. 
» Librarians: librarians of the two libraries were found equally and 
highly potentially effective, and feeling central in their roles as there 
mean scores came out to be equal. 
• Deputy Librarians: there was a significant difference of 50% was 
found and the deputy librarians of DU were found feeling more central 
in their roles than those of AMU. 
• Assistant Librarians: a significant difference of 45% was found and 
the deputy librarians of DU were found feeling more central in their 
roles than those of AMU. 
• Professional Assistants: a very little difference of 3% was found, the 
professional assistants of DU were found feeling more central. 
• Semi-Professional Assistant: a difference of 7% found, the semi-
professional assistants of AMU were found feeling 7% more central in 
their role than of DU. 
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5.1.2. Integration Dimension for Role Efficacy 
Every person has his strengths experience, technical training, special 
skills, and some unique contribution that he may be able to make. The more 
the role a person occupies provides an opportunity for the use of such 
special strengths, the higher the efficacy is likely to be. This is called self-
role integration. The self or the person and the role get integrated through 
the possibility of a person's use of his special strengths in the role. Our 
special strengths are used in the role so that it may be possible for us to 
demonstrate how effective we can be. Integration contributes to high role 
efficacy. On the other hand if there is a distance between the self and the 
role, role efficacy is likely to be low. 
The table shows the comparison between the mean scores of 
integration dimension of the library staff of AMU and DU. 
Table2. Mean of Integration score among AMU and DU library 
staff. 
Designations 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistant 
Semi-Professional Assistant 
MS in AMU 
4 
4 
3.6 
3.2 
2.8 
MS in DU 
4 
3 
4 
3.6 
3.7 
% Difference 
0 
25 
10 
10 
22 
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Following are the interpretations of the above data. 
• Librarians: librarians of the two libraries were found equally and 
highly potentially effective, and more integrated towards their roles as 
their mean scores came out to be equal. 
• Deputy Librarians: the difference of about 25% was found, here the 
deputy librarians of AMU were found to be more integrated towards 
their roles than those of DU. 
• Assistant Librarians: the difference of less than 10% was found, the 
assistant librarians of DU were found to be more integrated towards 
their roles than those of AMU. 
• Professional Assistants: the difference of about 10% was found, the 
professional assistants of DU were found to be more integrated towards 
their roles than those of AMU. 
• Semi-Professional Assistants: the difference of about 22% was found 
among the semi-professional assistants of the two libraries, the semi-
professional assistants of DU were found to be more integrated towards 
their roles than those of AMU. 
5.L3. Proactivity Dimension for Role Efficacy 
A person, who occupies a role, responds to the various expectations 
that people in the organization have from that role. While this certainly 
gives him satisfaction, it also satisfies others in the organization. However, 
if he is also expected to take initiative in starting some activity, the efficacy 
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will be higher. Proactivity contributes much more to efficacy. If a person 
feels that he would like to take initiative but has no opportunity to do so in 
the role that he occupies in the organization, the efficacy will be low. 
The table below gives the comparison in between mean scores of 
proactivity dimension of the library staff of AMU and DU. 
Table3. Mean of proactivity score among AMU and DU library staff. 
Designations 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistant 
Semi-Professional Assistant 
MS in AMU 
4 
2 
2.6 
2 
0.72 
MS in DU 
4 
4 
3 
2.2 
2.5 
% Difference 
0 
50 
10 
23 
44 
Following are the interpretation of the above data: 
• Librarians: librarians of both the libraries were found equally proactive 
and highly potential in their roles as there mean scores were equal. 
• Deputy Librarians: a major difference of about 50% was found in their 
mean scores, the deputy librarians of DU were found more proactive in 
their roles than those of AMU. 
• Assistant Librarians: a difference of less than 10% was found, the 
assistant librarians of DU were found more proactive in their roles than 
those of AMU. 
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• Professional Assistants: a difference of about 23% was found in the 
mean scores the professional assistants of DU were found to be more 
proactive in their roles than those of AMU. 
• Semi-Professionai Assistants: a significant difference of about 44% 
was obser\/ed in the mean scores of the semi-professional assistants of 
the two libraries, the semi-professional assistants of DU were found to 
be more proactive in their roles than those of AMU. 
5.2.4. Creativity Dimension for Role Efficacy 
It is not only the initiative which is important for efficacy but there 
should also be an opportunity to try new and unconventional ways of 
solving problems or an opportunity to be creative. If a person perceives that 
he has to perform only routine tasks, it is detrimental towards a high role 
efficacy. If he feels that the role does not allow any time or opportunity to 
be creative, the efficacy is bound to be low. 
The table shows the comparison in between mean scores of creativity 
dimension of the library staff of AMU and DU. 
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Table 4. Mean of Creativity score among AMU and DU library staff 
Designations 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistant 
Semi-Professional Assistant 
MS in AMU 
4 
3 
3.6 
2.4 
L8 
MS in DU 
4 
2 
3 
2.2 
2.3 
"/o Difference 
0 
25 
15 
5 
12 
Following are the interpretation of the above data. 
« Librarians: librarians of the two libraries were found equally creative 
in their roles as there mean scores came out to be equal. 
• Deputy Librarians: the difference of 25% was found in the mean 
scores of the deputy librarians of AMU were found more creative in 
their roles than those of DU. 
• Assistant Librarians: the difference of less than 15% was found in the 
mean scores, here the assistant librarians of AMU were found more 
creative in their roles than those of DU. 
Professional Assistants: the difference of about 5% was found, the 
professional assistants of AMU were found to be more creative in their 
roles than those of DU. 
Semi-Professional Assistants: a difference of about 12% was observed 
among the semi-professional assistants of the two libraries, the semi-
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professional assistants of DU were found to be more proactive in their 
roles than those of AMU. 
5.2.5. Inter-role linkage 
Linkages of one's role with other roles in the organization increases 
efficacy. If there is a joint effort in understanding problems, finding 
solutions, the efficacy of the various roles involved is likely to be high. The 
feeling of isolation of a role reduces role efficacy. 
The table shows the comparison in between mean scores of inter-role 
linkage dimension of the library staff of AMU and DU. 
Table5. Mean of inter-role linkage score among AMU and DU 
library staff. 
Designations 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistant 
Semi-Professional Assistant 
MS in AMU 
4 
4 
3 
1.8 
1.3 
MS in DU 
4 
4 
4 
3.3 
1.6 
"/o Difference 
0 
0 
25 
37 
4 
Following are the interpretation of the above data. 
• Librarians: librarians of the two libraries were found having great and 
equal inter-role linkage among different staff member. 
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• Deputy Librarians: Deputy librarians of the two libraries were also 
found having great and equal inter-role linkage among different staff 
member. 
• Assistant Librarians: the difference of 25% was found, here the 
assistant librarians of DU were found having more inter-role linkage 
than those of DU. 
• Professional Assistants: the difference of about 37% was found, the 
professional assistants of DU were found having more inter-role linkage 
than those of AMU. 
• Semi-Professional Assistants: a difference of about 4% was observed 
among the semi-professional assistants of the two libraries, the semi-
professional assistants of DU were found to be more inter-role linkage 
than those of AMU. 
5.2.6. Helping relationship 
If persons performing a particular role feel that they can get help 
from some source in the organization whenever the need arises, they are 
likely to have higher role efficacy. On the other hand, if there is a feeling 
that no help is forthcoming when asked for, or that the respondents are 
hostile, role efficacy will be low. 
The table below gives the comparison in between mean scores of 
helping relation-ship dimension of the library staff of AMU and DU. 
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Table 6. Mean of Helping Relationship score among AMU and DU 
library staff. 
Designations 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistant 
Semi-Professional Assistant 
MS in AMU 
4 
4 
4 
4 
3.7 
MS in DU 
4 
4 
4 
4 
3.4 
% Difference 
0 
0 
0 
0 
7.5 
Following are the interpretation of the above data. 
• Librarians: librarians of the two libraries were found having great and 
equal helping relation-ship towards other staff member. 
• Deputy Librarians: Deputy librarians of the two libraries were also 
found having great and equal helping relation-ship towards other staff 
member.. 
• Assistant Librarians: the assistant librarians of the two libraries also 
had great and equal helping relation-ship towards other staff member. 
• Professional Assistants: professional assistants of the two libraries 
were also found having and equal helping relation-ship towards other 
staff member. 
• Semi-Professional Assistants: a difference of about 7.5% was observed 
in the mean scores of semi-professional assistants of the two libraries, 
the semi-professional assistants of AMU were found more helpful 
towards their colleagues than those of DU. 
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5.2.1. Super ordination 
When a person performing a particular role feel that what he does is 
likely to be of value to a larger group, his efficacy is likely to be high. Roles 
in which people feel that what they are doing is helpful to the organization, 
in which they work, result in role efficacy. But if a person feels that he does 
not get an opportunity to be of help to a larger group, the role efficacy is 
likely to be low. 
The table shows the comparison in between mean scores of super-
ordination dimension of the library staff of AMU and DU. 
Table?. Mean of super-ordination score among AMU and DU 
library staff. 
Designations 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistant 
Semi-Professional Assistant 
MS in AMU 
4 
4 
3.6 
3.1 
3 
MS in DU 
4 
3 
2 
2.3 
2.4 
% Difference 
0 
25 
40 
20 
15 
Following are the interpretation of the above data. 
• Librarians: librarians of the two libraries were found having highest 
and equal scores for super-ordination dimension. 
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• Deputy Librarians: there was a difference of 25% in the mean score of 
deputy Ubrarians of the two universities. Here the score of AMU was 
more than DU. 
• Assistant Librarians: the difference of 40% was found in the mean 
scores, here the assistant Ubrarians of AMU were found feeUng more 
super-ordinated than those of DU. 
• Professional Assistants: the difference of about 20% was found mean 
scores, the professional assistants of AMU were found feeling more 
super-ordinated than those of DU. 
• Semi-Professional Assistants: a difference of about 15% was observed 
in the mean scores of semi-professional assistants of the two libraries, 
the semi-professional assistants of AMU were found feeling more super-
ordinated than those of DU. 
5.2.8. Influence 
A relative concept is that of influence or power. The more influence 
a person is able to exercise in his role, the higher is its efficacy is likely to 
be. 
The table shows the comparison in between mean scores of influence 
dimension of the library staff of AMU and DU. 
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Table 8. Mean of influence score among AMU and DU library staff. 
Designations 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistant 
Semi-Professional Assistant 
MS in AMU 
4 
3 
2 
L4 
0.77 
MS in DU 
4 
3 
3 
L8 
1.1 
% Difference 
0 
0 
25 
10 
8.25 
Following are the interpretation of the above data. 
• Librarians: librarians of the two libraries were found having highest 
and equal scores for influence dimension. 
• Deputy Librarians: there was no difference in the mean score of 
deputy librarians of the two universities. 
• Assistant Librarians: a difference of 25% was found in the mean 
scores, here the assistant librarians of DU were found more influential 
than those of AMU. 
• Professional Assistants: difference of about 10% was found in the 
mean scores of the professional assistants of DU were also ibund more 
influential than those of AMU. 
• Semi-Professional Assistants: a difference of about 8.5% was observed 
among the semi-professional assistants of the two libraries, the semi-
professional assistants of DU were found more influential than those of 
AMU. 
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5.2.9. Growth 
If a person feels that he is stagnating in a role without any 
opportunity to grow he is likely to have a low role efficac). In many 
institutes of higher learning, the roles of the staff pose problems of low 
efficacy. The main factor behind this is the lack of opportunity 1 or them to 
grow systematically in their roles. Institutes which are able to plan the 
growth of such people in the roles will have higher efficacy and obtain a 
great deal of contribution from them. 
The table below shows the comparison in between mean scores of 
growth dimension of the library staff of AMU and DU. 
Table9. Mean of growth score among AMU and DU library staff. 
Designations 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistant 
Semi-Professional Assistant 
MS in AMU 
4 
4 
3.6 
2.1 
2.1 
MS in DU 
4 
2.5 
3 
2.5 
2.4 
% Difference 
0 
37.5 
15 
10 
7.5 
Following are the interpretation of the above data. 
• Librarians: librarians of the two libraries were found having high and 
equal opportunity for growth in their roles 
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• Deputy Librarians: there was a difference of 37.5 % in the scores of 
deputy librarians of the two universities. The deputy librarians of AMU 
were found having more growth opportunities than those of DU. 
• Assistant Librarians: the difference of 15% was found, here the 
assistant librarians of AMU were found having more growth 
opportunities than those of DU. 
• Professional Assistants: the difference of about 10% was found, the 
professional assistants of DU were found having more growth 
opportunities in their roles than those of AMU 
• Senii-Professional Assistants: a difference of about 7.5% was observed 
among the semi-professional assistants of the two libraries, the semi-
professional assistants of DU were found having more growth 
opportunities in their roles than those of AMU 
5.2.10. Confrontation 
If people in an organization avoid problems or shift the problems to 
the others; their role efficacy will be low. The tendency to confront 
problems and find relevant solutions contributes to efficacy. When people 
facing inter-personal problems sit down, talk about these problems, and 
search out solutions, their efficacy is likely to be higher 
when compared with situations in which they either deny such problems 
or refer them to their higher officers. 
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The table below shows the comparison in between mean scores of 
confrontation dimension of the library staff of AMU and DU. 
Table 10. Mean of confrontation score among AMU and DU library 
staff. 
Designations 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistant 
Semi-Professional Assistant 
MS in AMU 
4 
4 
3.6 
4 
3.5 
MS in DU 
4 
4 
4 
3 
2.2 
% Difference 
0 
0 
10 
25 
32.5 
Following are the interpretation of the above data. 
• Librarians: librarians of the two libraries were found having high and 
equal scores for confrontation dimension, i.e. the librarians of two 
universities under study were found equally able in confronting as per 
situations requirements 
• Deputy Librarians: : deputy librarians of the two libraries were found 
having high and equal scores for confrontation dimension, i.e. the 
deputy librarians of two universities under study were found equally 
able in confronting according to situations requirements. 
• Assistant Librarians: the difference of 10% was found in the mean 
scores, the assistant librarians of DU were found having more having 
more confronting ability than those of AMU. 
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• Professional Assistants: the difference of 25% was found in the mean 
scores, the professional assistants of DU were found more having more 
confronting abiUty than those of AMU. 
• Semi-Professional Assistants: a difference of about 32.5% was 
observed in the mean scores of semi-professional assistants of the two 
libraries, the semi-professional assistants of AMU were found having 
more confronting abihty than those of DU. 
5.2. Role Efficacy Score and Role Efficacy Index 
The study aimed to find the role efficacy of the two libraries under 
study, i.e. Aligarh Muslim University and University of Delhi. 
The table below gives a detailed idea of mean role efficacy scores and 
the role efficacy index (REI) of the five categories of library staff i.e. 
Librarian, Deputy Librarian, Assistant Librarians, Professional Assistants 
and Semi-professional Assistants. 
Table 5.2.1. Role Efficacy Score and Role Efficacy Index of AMU and 
DU 
Designation 
Librarian 
Deputy Librarian 
Assistant Librarian 
Professional Assistants 
Semi-Professional 
Assistants 
Role Efficacy 
Score 
AMU 
40 
34 
3L5 
27 
20 
DU 
40 
33 
34 
28 
24 
Role Efficacy Index 
(%) 
AMU 
100 
90 
86 
78 
67 
DU 
100 
83 
90 
80 
73 
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The role efficacy index as we know represents the percentage of role 
effectiveness of a respondent within an organization. A high RHl indicates 
that the respondent perceives that he has a great deal of opportunity to be 
effective in the role. From the above data the following interpretations have 
been drawn: 
• Librarians: The REI of the librarians of the two libraries was found to 
be 100%. 
• Deputy Librarians: : The REI of deputy librarians of AMU is found to 
be 90% , which is also a good score, whereas the deputy librarians of 
DU lacks with 7%, their REI came out to be 83%. 
• Assistant librarians: The REI of assistant librarians of AMU is 86% 
while the REI of assistant librarians of DU is 90%, i.e. 4% more than 
AMU. 
• Professional Assistants: The REI of professional assistants of AMU is 
found to be 78% while for professional assistants of DU is 80%, i.e. 2% 
more effective than AMU. 
• Semi-Professional Assistants: The REI of semi professional assistants 
of AMU came out to be 67% while for the semi professional assistants 
ofDUitis73%. 
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CHAPTER-6 
FINDINGS AND CONCLUSION 
The Findings of the Study are as follows: 
1. The Library staff of DU is 6% more centrally active than the library 
staff of AMU. 
2. The library staff of AMU is 3% more integrated towards their role 
than the library staff of DU. 
3. The Library staff of DU is about 18% more proactive than the library 
staff of AMU. 
4. There is no significant difference found in the library staff of the two 
libraries as far as the creativity dimension of role efficacy is 
considered, library staff of both the libraries are equally creative. 
5. The library staff of DU has 22% more inter-role linkage than the 
library staff of AMU. 
6. There is no significant difference found in the library staff of the two 
libraries as far as the Helping relation-ship dimension of role efficacy 
is considered, library staff of both the libraries are equally helpful 
toward their fellow collegues. 
7. The library staff of AMU is found feeling 16% more super-ordinated 
than those of DU. 
8. The library staff of DU is found 7.6% more influential than the library 
staff of AMU. 
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9. The library staff of AMU is found having about 5% more growth 
ability as far as professional growth is considered than library staff of 
DU. 
10. The library staff of AMU is found having about 4% more confronting 
ability than the library staff of DU. 
11. The role efficacy index (REI) of librarians of both the libraries is 
100%, i.e. the librarians have very high role efficacy. 
12. The REI of deputy librarians of AMU is 90% while the REI of deputy 
librarians of DU is 83%. 
13. The REI of assistant librarians of DU is 90% while the REI of assistant 
librarians of AMU is 86%. 
14. The REI of professional assistants of DU is 80% while the REI of 
professional assistants of AMU is 78%. 
15. The REI of semi-professional assistants of DU is 73% while the REI 
of professional assistants of AMU is 67%. 
6 1. TENABILITY OF HYPOTHESES 
> HYPOTHESIS 1 
There exists significant difference between the five job categories among 
the library staff of AMU and DU. 
The study reveals that the five job categories varies in the scores to 
significant amount, the highest REI was of the librarian then the deputy 
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librarians follow by assistant librarians and professional assistants. The least 
REI was of semi-professional assistants in both the libraries. Thus the 
hypothesis stands substantiated. 
> HYPOTHESIS! 
There exists significant difference between Role Efficacy Index of library 
staff of Aligarh Muslim University and University of Delhi. 
The study reveals that the role efficacy index of the library staff 
differs at the levels of deputy librarians, assistant librarians, professional 
assistants and semi-professional assistants with 7%, 6%, 2% and 6% 
respectively, but the librarians of both the libraries have equal REL 
In the category of deputy librarians only DU lags behind while in 
rest of the categories AMU is behind. Thus the hypothesis is partially 
proved. 
> HYPOTHESIS 3 
The Role Efficacy Index (REI) ofDU library staff is more than AMU library 
staff; the library staff of DU is more potentially effective than AMU library 
staff 
The study reveals that REI of DU library staff is more than AMU 
library staff Proving that the library staff of DU is more potentially 
effective than the library staff of AMU. Thus this hypothesis is also proved 
true. 
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Conclusion 
The present study entitled "Study of Role Efficacy among library staff of 
Aiigarh Muslim University and University of Delhi" aimed check the 
potential effectiveness of the two Universities and to see that which 
University's library staff is more able and effective in their professional life. 
It was found that the library staff DU was more potentially effective then 
AMU. 
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ANNEXUREI 
QUESTIONNAIRE 
ROiLE EFFICACY 
In each of the following sets of three statements, tick the one (a, b or c) that 
most accurately describes your own experience in your organizational role. 
Choose only one statement in each set. 
1. a) My role is very important in this organization; I feel central here. 
b) I am doing a useful and fairly important work. 
c) Very little importance is given to my role in this organization; I feel 
peripheral here. 
2. a) My training and expertise are not fully utilized in my present role. 
b) My training and knowledge are not used in my present role. 
c) I am able to use my knowledge and training very well here. 
3. a) I have little freedom in my role; I am only an errand boy. 
b) I operate according to the directions given to me. 
c) I can take initiative and act on my own in my role. 
4. a) I am doing usual, routine work in my role. 
b) In my role I am able to use my creativity and do something new. 
c) I have no time for creative work in my role. 
5. a) No one in the organization responds to my ideas and suggestions. 
b) 1 work in close collaboration with some other colleagues. 
c) I am alone and have almost no one to consult in my role. 
6. a) When I need some help, none is available. 
b) Whenever I have a problem, others help me. 
c) I get very hostile responses when 1 ask for help. 
7. a) I regret that I do not have the opportunity to contribute to society in 
my role. 
b) What I am doing in my role is likely to help other organizations or 
society. 
c) I have the opportunity to have some effect on the larger society in my 
role. 
8. a) 1 contribute to some decisions. 
b) I have no power here. 
c) My advice is accepted by my seniors. 
9. a) Some of what I do contribute to my learning. 
b) I am slowly forgetting all that I learned (my professional knowledge.) 
c) I have tremendous opportunities for professional growth in my role. 
10. a) I dislike being bothered with problems. 
b) When a subordinate brings a problem to me, I help to find a solution. 
c) I refer the problem to my boss or to some other person. 
11. a) I feel quite central in the organization. 
b) I think I am doing fairly important work. 
c) I feel I am peripheral in this organization. 
12.a 
13.a 
14. a 
15.a 
16. a 
17. a 
18.a 
1 do not enjoy my role. 
I enjoy my role very much. 
I enjoy some parts of my role and not others. 
I have little freedom in my role. 
I have a great deal of freedom in my role. 
I have enough freedom in my role. 
I do a good job according to a pre-decided schedule. 
I am able to be innovative in my role. 
I have no opportunity to be innovative or to do something creative. 
Others in the organization see my role significant to their work. 
I am a member of a task force of a committee. 
I do not work on any committee. 
Hostility rather than cooperation is evident here. 
I experience enough mutual help here. 
People operate more in isolation here. 
I am able to contribute to the company in my role. 
I am able to serve the larger parts of society in my role. 
I wish I could do some useful work in my role. 
I am able to influence relevant decisions. 
I am sometimes consulted on important matters. 
I cannot make any independent decisions. 
19. a) 1 learn a great deal in my role. 
b) 1 learn a few new things in my role. 
c) I am involved in routine or un-related activities and have learnt 
nothing. 
20. a) When people bring problems to me, 1 tend to ask them to work it out 
themselves. 
b) I dislike being bothered with interpersonal conflict. 
c) I enjoy solving problems related to my work. 
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